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December 2, 1969 


Mr. George Murphy 
Legislative Counsel 

Room 3121, State Capitol 
Sacramento, California 


Re: Anti-Discrimination Agreements 
Dear George: 


Does the Welfare Director of a County have the right 
to insist upon execution of a non-discrimination statement 
(on threat of license revocation) from foster parents, day 
care parents, and proprietors of adult boarding homes? 


What appeals procedures are available to those persons 
refusing to sign anti-discrimination statements? 


Sincerely, 


Earle P. Crandall 


EPC/bka 
Encl. 


cc: Mr. Fred Gillette 
Mr. John Montgomery 
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“Dear. congresstion havik: 


‘Thank you ‘for’ your ‘Tetter of fdgaaber 7, i965, Sierats you vefer: to. a 

‘watter which wos. brought té. your attention by the Black- ‘Social Workérs 

of Los Angeles. This matter conéerns the two social workers from ‘this’ 
bepartment who. spent six weeks agststing the’ Red Crass disaster teans - 

ta the Hurricane Cami lte disaster area, Your fetter raises, the. question 

of. this Departmant’s.propriety in honoring 6 reported request” from the ned 
Red Cross for none Black social: workers to go" to Hiss seippts ae 


The moles e Fron. the. Red brass dtd not” ‘conten. any reference to: the - 

- pace of the soctal workers to be selected, ‘The decision to Limit che 

~ <,gahection to nonsBlack social workers was made.in this Department: and - 

. | was based on. concern that Black: vorkers ‘assigned to go Into Mississippi’. - 
ll would be subjected to unwarranted personal. hardships. ATL persons” cone 

‘Y cerned with the deciston recognize that it was.illeconceived. — Your: 
* express tons: of concern are sppreciated and eppropriate. Yourmay be | 
° assured that in the future such Factors will aot. be considered a the 

| selection of uetunte ars. oe Apocial. ass PENISOLE « 


ae NSE, truly yours, 


a John Ce ont gonery 
'. Birector — 


"883 ‘AmérTcan Red | ross, LA Regional OFF ica . _ inte. 
bec: F, Calvin: Je)2 Mee Ga ot 

; William He: ae 7-1 . a tf Ralph. Goff; LA Regional 
“T. Richard Middlebrook - 17-21 ea Phil. Manriquez 17-12... 
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sabisees re: Assignment of Staff to Assist in the Hurricane-Devastated 


Area in Mississippi... 
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‘Sutober 29, 1369. 


The Honerabls: Bervyn MH. Dyed ty 
Manber af the Senate 

State Capital. — 

Sacramento, California 946 ae 


daar Senator Dynal ty: 


it response 16 your letter of October 76, 19609, f wish to express to 
year regrets ion the pert of thie department for having allowed racial 
facters te anter inte the salection of ste€f persons for disaster 
ratie® work in Gulfport, Misalsaipe]. Ger decision to Linlt the se- 
fection to Mon-Qlack serkers was based on concern thet Black serkers 

 essigned ws go late Mississippi would be subjected to vewarranted 
perscaat hardshiog. ALE persons coecerned with the Basie on. receqei ze 
thar it wee itl-cunceived, 


The tw staff Psychiatric Social Workers were assigned to Sulfpert 
from Septewber G t6 Deteber 70, 1969. Sluce their duty ges! gnnent hes 
terminated, we are usebis to take any corrective oction other than to 
assure you thet in the future such factors will net be cons: pceree. iy 
the selection of vahuntaers for special ansiqnurents. 


Yery trety yours, 


ees 
Pr eo ee | 


Director 


£63 tevernor Sonata 
bec: Mr. Spencer Williams 


ACR MEM: Tk 


bee: F. talvia Locher, Chief Beputy Girecter (17- i 

Pailip 5. Memriquez, Legistative Office (17-15, 

Willian M. witenack, Fislé Operations Braeck (37-1) 

T. Kicherd Riddiebrosk, Cosmsmity Services. Bivigtan (17-21) 
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October 75, 1969 


rs. Miriam Lasker 


Westside Office, Community 
Services Division 


BI severly Soulevard 


Los Angeles, Callfarnta 30043 


Deer Ars. Lesker: | 
4 wish to éxpress to you regrets on the part of the Stete Departmant 


- @f Soctal Welfare for having allowad racial fectors to enter into the 
. selection of staff persons for disaster rellef work In Gulfport, 


Missfasippi. The decision to jimit the selection to Non Black soclal 


‘workers was mada In this department and was based on concern that 


Black workers assigned to go Into Mississipp! would be subjected to 
unverranted personal hardships. At! persons concerned with the deci ston 
recognize that it nes [f-concaived. Your expressions of concern are 
appreciated and appropriate. 


The two psychiatric soctal workers who were placed on the assignment 
served from September 6, 1969 to October 20, 1969. Since thefr duty 
assignment has Caruinated, we are unable to take any corrective action, 
other than to assure you that fn the future such factors will not be 
considered In the selection of volunteers for special assignments. 


SK CM ors Team (ORE 


John C. Hontgomery 
Director 


JCMsMEW:dkg ; 
{No Control Number) 


be: F. Calvin Locher (17-12) 
We H. Wiisnack (17-1) 
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October 16, 1969 





Mr. John Montgomery, Director 
Department of Social Welfare 
2415 First Avenue 

Sacramento, California 95818 


Dear Sir: 


We have recently heard from a source, which wishes to remain 
unidentified, for obvious reasons, that the California State 
Department of Social Welfare has honored a request by the 
American Red Cross to send a Psychiatric Social Worker to 
assist with rehabilitation and relocation services in the 
hurricane devastated area of Mississippi. 


It is alleged that the request specifically indicated a "non- 
black" social worker should be made available on location in 
Mississippi for a six week period. We understand that a 
"non-black" social worker from the Southern Region, Los Angeles 
downtown office of the Community Services Division, has been 
ordered to Mississippi. 


We, the undersigned Black social workers employed in the 
Southern Regional Office, strongly protest this action, if 
these allegations are true. We feel that such an action, 
position or policy by administration of our agency is contrary 
to Fair Employment Practices Laws, is blatently discriminatory, 
and is consistent with and parallel to the traditional racial 
discriminatory practices of the State of Mississippi. 


It is inconceivable to us that there are Black and non-Black 
disasters which affect only Black or non-Black individuals and 
require Black or non-Black assistance. As professionals, 
dedicated to work in the interest of humanity, we are aghast 
that this agency, also working in the interest of all persons, 
could or would comply with such a request and resort to such 
an act of insensitivity to the welfare of all persons in the 
Mississippi disaster area. 


Mr. John Montgomery, Director October 16, 
Department of Social Welfare 


As professional Black social workers and employees of the 
Department of Social Welfare, we wish to make clear our position 
of strongly disapproving this action, if it in fact occurred. 

We would appreciate agency action which would insure an admini- 
strative policy which makes all assignments of staff based 

upon knowledge, qualifications, and interest, rather than racial 
criteria. 


Very truly yours, 





aah extn | 
Phartyer F. Kyntti 
ftLhlird fang 


1969 


- 


Please send one original memo to the following. people: 


Mirtam Lasker 


Mary Beth McRae 
Enid Blate 
Joel Sekely 
Martha Looser 
Frieda Blanton 
Virginia Soffer 
Barbara Wunder} ich 
Dorothy Auerback 
Jane Burroughs 
Cella Kabakow 
Shirley Steinberg 





Westside Office: 

Community Sarv ices Division 

Calif. State Dept. of Sacial Welfare 

8111 W. Baverly Blvd. 

Los Angeles, Caltfornia 90048 
i] 1 


st 


Please send cc to F. Calvin Locher (17-12) & W. He Wilsnack (17-1) (No control number) 


Artus Waters 
Henry-Etta M. Roy 
Anne Hixson 
Dorothy Gaithers 
Mildred Smith 
Edith E. Robinson 
Franklin R. Leslie 


Florence F. Duncan. 


Mtidred King - 
Edwina Parker 
Melvin G. Hawkins 
Robbi@é-L. Shelby 


Please send cc to F. Calvin Locher (37-12) and W. H. Wilsnack (17*1) and Ralph L. Goff, 
LA County, 107 South Broadway, Los Angeles 90012 (Director's #19072) 
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October 20, 1969 


ern 


oi >1/ wh 
Mr. John C. Montgomery oro oa ae 
Director wee 


Department of Social Welfare 
2415 First Street 
Sacramento, California 95818 


Dear Mr. Montgomery : 


It has been brought to my attention that, in answer to a 
request for help from a private agency operating in Miss- 
issippi, the department dispatched a staff psychiatric 
social worker. 


I am glad to hear that the department promptly responded 
to a plea for help from a Sister State. Unfortunately it 
appears that the request specified that the worker be a 
"Non-Black" person and that the State complied on that 
basis. ; 


I request that you personally institute an investigation at 
once. If it is true that a California Department participated 
in a blatantly illegal and racist act, an explanation is due. 


In such event, the persons involved should be recalled and 
the agency, reputedly the American Red Cross, thus informed 
that California will not become an accomplice to such acts 
of discrimination. 


It is certain that the hurricane devastation which occasioned 
the need, did not select only "Non-Black" to dispossess and 
destroy. 


ea 


Pid 


Page 2 


The State Department of Social Welfare can partially correct 
this tragic complicity in a discriminatory act, by selecting 
new people on non-racial criteria to aid in rehabilitating 
the devastated area of Mississippi. 


I shall be appreciative of your immediate review of this 
matter and of notification of corrective action planned by 
the Department of Social Welfare. 

Sincerely, 

evga vA Dd, malty, 

MERVYN M. DYMALLY 

MMD :emh 


cc: Governor Ronald Reagan 
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Written by Mrs. Shirley Better to JCM 


Subject: eeeto let you know that the Black Social Workers Assn strongly 





$uxaktnH endorses and supports the position of Workers in your Dept who 





protest the apparent selection of "white only" workers sent to Mississippi to 


work in the distress area there (HurricaneCamille) 


Refer to File A 5.5 A-4 (Bla Soci \ 


Form GEN M57, Revised November 1957 


STATE OF CALIFORNIA — HUMAN RELATIONS AGENCY DEPARTMENT OF SOCIAL WELFARE 


File AN. D4sorimination — 


CROSS REFERENCE SHEET 


Date of Material October 15,1969 


Written by JCM to __ Spencer Williams 


Subject: Te: assignment of staff to assist in the hurricane-devasted area 


in Mississippi. 
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. ~Cr"Ipcher fs Se 
B&B. Newnan ~ 
M. Suzuki . : 
We Jerry Cambre 


‘Rudolf H. Micheels 


Fred Gillette of Senta Clara County, after discussing the matter with his - 

County Counsel, has inquired whether the department would support him if © 

- he required written statements of non-discriminetion. ‘Prom “700 or 800. child 

care facilities licensed through the county = we think he ‘is only talking ~ 

_ about day care, but maybe it goes further-to all BHCs. He ante to initiate 
“evocation: proceedings in all instances, or refusal. = : fe 


The question is prought to a head oe the insistence of black and brown , 
pends of his: own staff. : ; 


“We told Mr. Gillette thet. he would Be an answer 2 aneina the coming = but 
since the answer is without question a program rather than a legal concern, . 

and since the BHC regulations to the best of my knowledge do not contain. 

_ apy provision on Bons ET Seas this is a | Program question and should be — 
. answered by yous, + Ege 26 nt cht ae ; oe _ $ 


Let tie know if you ee ‘Information oo we. can be: ae aay assistance. 


BEM:ijs 
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State of California OO gRe , _ ; Health and Welfare Agency 


Memorandum: 


To 


From 


Set Wel 
GOL CL Gy 


: F. Joseph Rosati i. . - ae . Date : May I,- 1968 


ce: F. C, Locher a 


Subject : 
E. E. Silveira: 


Department of Social Welfare 


John C. Montgomery». 


At the Governor's Counci] meeting held on April 23, considerable discussion 
took place concerning. jobs for minorities within public employment. and, 


. related to this subject, I briefly commented on the welcomed: flexibility 


being developed by . Health, Education, and Welfare in its application of 
rules for the merit, system. 


Please prepare: for my Signatirs a memo to. Sheneee Williams explaining the 
favorable effect of the federal relaxation. and sending him a copy of my 


recent letter to the Monterey County Board of Supervisors... 


Finally, ! would appreciate having. the récommendation of the Management 
Services Branch as’ to the advisability of sending a letter to each board 
of supervisor informing them of our ability to walve certain EOgUbTEmeNts 
as.we did in the Honterey. County case, ' 


JCM: Ing 


MA. 
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DEPARTMENT OF SOCIAL WELFARE 
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April 24, 1968 « Me — 


| : | Xx ASS 


tie, Edward Reith 

Core Foundation 

406 Sutter Street 

San TFraneisco, Calif fornia 94168 


Dear Mr. Reith: 


Thank you for the copy of your report on minority unemployment in San Francisco. 
No doubt a large segment, if not all, of the study group is composed of welfare 
recipients to whom our departwent is cowmitted te help obtain “maximum enploy— 
nent’. Therefore, the findings, conelusions, and recommendations presented in 
the report are of vital interest to we and my staff. 


We are pleased that in the section of the report covering public sector efforts 
in employment rehabilitation you mentioned the approximately “200 AFDE recipients 
being helped to develop skills designed to remove them from the welfare rolls 
under Title .V of the Economic Opportunity Act through the San lrancisco 
Dapartment of Social Services". It is unfortunate, however, that your researchers 
did not have tine to also investigate and report on the approximately &00 other 
recipients participating in work eepectence and training projects in the county's 
oupoing, or what we call "regularly funded” progran. 
foe comprehensive and detailed examination of the causes of unemp »loynent , under 
employment, and nonparticipation of minority groups is certainly pertinenz. 
Many of these obstacles apply across-the-board to welfare recipients; but we find 
that your report has very helpfully focused on some aspects peculiar to the 
various minority groups in San Francisco as related te their divergent culturel 


mores and in turn to Local social-sconomic pattems. We fully agree with the 
Cee that these causes of uneup Loyment: must Ba eradicated and employment 
programs must be designed accordingly. I would like to mention here that we have 


worked ae beiy with all of the county welfare departments throughout recent years 
with this goal in mind. With the availability of additional federal funds to 

supplement local resources in those counties receiving Title V grants, it has 
been possible to accelerate such efferts and enrichen welfare employment prograns, 
The result has been increased success in helping welfsre recipients become 
etployed and self-supporting. It is with pride that we feel the state and coumty 
welfare departments have pioneered the way in regards to develepment of many of © 
the techniques now being used in Many of the training programs now sponsored by 
the Yepartment of Labor and other agencies for the hard-core unenpLoyed, . 


- 


Mr. Edward Reith ~2- April 24, 1968 


As you may be aware, responsibility for the training and placement of welfare 
recipients has been transferred to the Department of Labor under Public Law 
90-243 passed by Congress last session. This change was made in an attenpt 
to further merge manpower programs for better use of available resources. We 
are looking forward with optimism and entlusiaam to a “happy marriage" with 
labor in the field of employment rehabilitation. 


It will now be possible for welfare departments to give greater focus on . 
supportive social services in order to effect a better resolution to many of 

the core causes of unemployment, such as health, transportation, child care, 
personal and family functioning problens, etc. In this regard, I was particu~ 
larly interested in the report's statement that “80 percent of the persons 
receiving the services of the poverty area outreach centers of the California 
State Employment Services and other agencies are not immediately employable in 
today's job market. I would be very interested in knowing what this means in 
terms of the number of people. Our department is currently doing a sample study 
to arrive at some reasonably accurate estimation as to the percentage of welfare 
recipients who are employable. It would be very interesting to see what correla~ 
tion exists between the two figures. Maybe a future study could include as one 
of its objectives deternination of the number of welfare recipients in the 
37,500 persons identified in the city's poverty pockets as needing manpower 
services. 


Finally, I would like to comment on some of the report's specific recommenda- 
tions as follows: . 


“Welfare funding and regulations should. be revised, capitalizing upon the 
motivational and fiscal benefits of ‘incentive welfare'.” 


PL 90-248 accommodates this recommendation by providinc special work 
projects for those “individuals for whom a job in the repular economy 
cannot be found’. Participants in this program will receive earnings 
paid by the employer. In those cases where the project employee 
receives earnings which are insufficient to raise his income to a 

level equal to the welfare grant he would have received had he not 

been in the project, plus 20 percent of his earnings, the difference 
will be made up through a supplemental welfare payment. Also for those 
assigned to training programs, a weekly incentive payment will be paid 
through the employment service of up to $30 per month. 


Recently, under our current program, one of our larger countics has, 
on an experinental basis, begun allowing welfare paynents to make up 
the difference between earnings and “family needs‘ in those cases 
where the father becomes exployed at.a lesser income than the latter 
anount. Subvention of insufficient income below what we call the 
"coded cost schedule” has been practiced for some time for single 
parent AFDC families and for those in which the father is enployed 
only part time. 


woe 




















ae you can - ‘aée,' considerable: ‘progress has been nade ‘tovverd satiatying. 
| the Antent’ of. this Feconmendation. . ' nas 





ne “internal, ‘trading aa prohotden: tiust, 
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me ‘Graney Pai Abed Wes “boat diate Ga a aie area. The: Department! 2° | 
: Of Public Works.‘has. designated 43- positions’ ‘to. which: the - county” 
. welfare departments: are now. in‘ the. process’, oF: referring” rainees ;"*. 
_y. @an Francisco has 20 of" these.) . Also, ‘ineluded: in this’ packageis'a’” 
{OL'*  méevaluation- of Job- performariée “ ‘néquirements: ind: nacesdary worker’. ule et 
“.") “eatdons. related ‘thereto. Perhaps-in some cases it:wi 
Tat. yévise downward: some: of ‘the hiring | requirements, especially ‘the: ‘educa~, 
“i: tional devel.’ ‘The feasibility: Of erepnaring. ae Mribten, tést: for! goma 
Peles Glasses’ ds also: ‘belig. ‘weasi ssei ae was - ae 








| gain ‘7. dant to eiprese ‘our’ rappreciarion: for® ‘geeaipt! Be your ‘yepert.” te wild 
' be'a- “valuable * Yesource docunent. to staff; “especially - in; the ‘San Francisco region. « 
* Toam gonfident’ ‘dt: will be referred. £0: ‘frequently in: program planning. ‘and evalu~. 
: aton ‘toward’ actcmplishing. one of -our, ‘primary charges: £6 enable a maximum’: 


ae ‘number: of welfare. wert pients to benefit: “from: Sep ldyaent- progratis. « 


gare res tam: yours, 


a  JOhi | Gs , Monberme ry. 
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rota, Bye 






a  Dascear'a 
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State of California Health and Welfare Agency 


Memorandum 


To : John C. Montgomery Date : April 23, 1968 
F. C. Locher 
Subject: Racial Crisis - Two Subjects 


From : Department ef Seciad Welfare 


E. E. stiveint—} /) 
Wi : 


1. CDO Procedure, Patrick, 4/15 


If I read this memo correctly, there is no focusing point for efforts 
regarding the racial problems - this is the disastrous aspect of the 
situation. Certainly, the suppressive police moves must be anticipated 
and planned (they should be quick and severe) but these should be 
secondary to one which seeks causes and recommends corrections. The 
same view applies to the welfare effort. It, also, should appear 
secondary to efforts regarding the main lines of economic and educa- 
tional activity. 


2. "The Racial Gap" - Urban League Publication 


This is a propaganda document that seeks to maintain a consensus 
regarding the disadvantaged negro. For example, median family income 

on page 2 shows an increasing absolute difference between white and non- 
white family income. This is a fact, but is it a true judgment that the 
non-white is relatively worse off? One other way to look at this is to 
express the non-white income as a proportion of white income. When this 
is done, 1955, 1960 and 1965 all show 55.4%. All other years are below 
55.4% except 1964, which was 56%. This proportional approach was not un- 
known to the writers, since they used it elsewhere. As regards the change 
from 1964. to 1965 it was quite small and its interpretation should rest 
on other factors. 


On page 3, the only category for which the non-white to white income ratio 
dropped from 1958 to 1963 was in respect to those who completed one year or 
more of college. The remaining categories showed slight gains. 


On page 8, a rather involved comparison is made, designed to show discrimina- 
tion against non-white college graduates in respect to white collar jobs. 


For the quoted figures and percentages to be true, the following table 
has to be true: 


John C. Montgomery 


F. C. Locher -2- April 23, 1968 
Ttem 1958 1965 Increase 
No. % 
Total white collar jobs 27,125,000 32,173,000 5,048,000 18.6 
Non-white white collar jobs 895, 134 1, 512, 144 617,010 Te) 
% non-white to total 3.3% Lh - - 


IT did not go back to check the source material, but the underlined figures are 
absolutely determinable from those not underlined. 


I did not critically check any of the other tables. 


Of course, the more critical way of looking at these data does not eliminate reason 
for concern. It merely follows the principal that cooperative endeavor can succeed 
only if the parties involved are oriented to the real world, and will fail if 

they represent false worlds to each other. One cannot help but wonder if the 
Urban League believes in such a principle - of course, few people really do. 

One uses deception against enemies and this tells a story by itself. 


If one were to seek the truth of the situation described in "The Racial Gap" 
the first act would be to regionalize it and not far from the top of the list 
would be the question "what has the negro done to improve his situation?" 


Somehow, if we are to figure a way out of the present mess, we need a careful 
factual approach. If the negro-white adversary condition is still so strong that 
the truth will be twisted to serve adversary ends, then at eee it should te 
viewed in some protected place. 


EES: me 


REPORT FROM RUTH WILSON 
4/10/68 - 2:40 


Mr. Gnaizda. reported it was a very successful meeting; lasted until 5: 30 p.m. 
Described in the local ‘papers that a social revolutton had occurféd, 


Mr. Leach attended and said that it was the merit system which made it impossible 
for him to hire minority groups and that he'd. always been "color blind." . 


Mr. Gnaizda believes that the board is receptive and ready to hire subprofessional 
staff and are willing to have welfare service aids in both Salinas and Monterey. 
According to Mr. Gnazda, the youn eng were magnificent and the board is delighted 
with them and completely angered with Mr. Leach's attitude of 'we can't do a thing 
about it." 


1 will be in touch with you later to ctSeMS= EyOur meeting in Monterey and presentation 
to the board on the 23rd. 


mm 
4/10/68 


State of California Department of Social Welfare 
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CROSS REFERENCE SHEET 


Date of Material April 10, 1968 
Social Welfare, Rehabilitation, 
Written by Mulder = ORCS to _ Public Health, Mental Hysiene 


Subject: _lHiclath and Welfare agency Intermediate Agreenent - Civil Rights. 
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Refer to File & 12 also cuosced to DS] MEL) 


Form GFN M57, Revised November 1957 


Ain ou 
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Edward M. Beleaco . ; as March 29, 1968 
Deputy Attorney Generat 


Department of Justice . inflamsatory Material 
217 West First Street, Room 600 . 
Los Angetes, California 90012 


» 2415 First Avenue, Sacramento 95818 


Thank you for calling aur attention to the Inflamsatory senorandus which 
was sent to the Attorney Generel by Neil &. Cohen on February 29, 1968, 
and which was typed on letterhead printed: "Department of Mental Hyglene<- 
Bureau of Socta} Work’. Since the Bureau of Soclel Werk was transferred 
to the administration of this dapertment on July 1, 1966, the masrore setts 
ity for looking into the sttuatlon is appropriately Ours. 


Our Investigation reveals that the wamorandum was received by a Robert 
Barton, a child welfare worker employed by the Los Angeles County Depart- 
ment of Public Social Services In its Panorama City office and responsible 
for services In the Lancester ares, Mr. Barton attended a aeeting In 
Lancaster not leng before the recetpt of the memorandum which was called 
to mob] bize support in the neme of civil rights for the defense of H. Rep 
Brown, Nemes and addresses of those attending were taken at the meeting, 
Subsequently these names and addresses were printed in a news story in ¢ . 
Lancaster newspaper. Shortly after this, Mr. Barton received the memoran~ 
dum, which Is dated February 19, 1963, Neil A. Cohen, Mr. Barton's super= 
visor, then forwarded It te the Attorney General. . 


We have looked into the question of how the letterhead paper coutd heve 
been evallable to the writer of the memorandim. This stetionery was 
discontinued after July 1, 1966, because of the transfer of the Bureau 
of Soctal Work to our department. There was no forwal plan for disposi- 
tion of the supply of the outmoded letterhead, and some of It was used 
for scratch paper as is customary in such situations. The same tetter 
head had been fn use throughout the atete, In 35 different offices, ea~ 
ploying over 600 people, so that by cow there is no convenient or depend= 
able wey to ascertain how the writer of the memorandum my have secured 
‘access to a supply of ft. Ye have asked staff memberé who serve the 
Lancaster area, and there Is no one who professes any knowledge of how 
this may heave happened, 


It is quite Iikely that there may have been accidental access to the 
atationery by persons who are not state employees. We have na knowledge 
of any sember of our ataff who espouses the sentiments of the memorandum 


lead would take, this means to convay them to others. 
Onn C, 


GC. wontgomery By. 
Date Noted hg ecy ora 


Johnie Stentgomery 


Director 
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State.of California Health and Welfare Agency 
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Memorandum 


To 


From 


John C. Montgomery, Director Date : March 14, 1968 


Subject: Complaint to 
Attorney General*s Office 
concerning Hate Letter 
issued on State Department 
of Mental Hygiene-Bureau 
of Social Work stationery 
Department of Social Welfare 


William H. Wilsnack 


This is a progress report on investigation of the use of SDMH-Bureau of Social 
Work stationery to distribute an anti-Negro hate letter, a copy of which was 
received by Mr. Robert Barton, a Caucasian social worker employed by the. 

Los Angeles County Department "of Public Social Services, The letter was sent 
to the Office of the Attorney General by Mr. Neil A. Cohen, Mr. Barton's super- 
visor in the Panorama City office of the Los Angeles agency, for. information 
and action. 


Our information is based on telephone conversations with Mr. Cohen, with 
Mr. Gip Rogers, supervisor in charge of our North Hollywood Division of 
Protective Social Services office, and Mr. Kenneth. Carhill in our Los Angeles 


‘Regional Office of the Division, We have not yet been able to reach Mr. Barton 


who is in the field today, 


According to Mr. Cohen, Mr. Barton recently attended a meeting conducted either 
by the Peace and Freedom Party or the American Civil Liberties Union in 
Lancaster, to consider assisting in the legal defense of H. Rap Brown because 
of his difficulties in connection with civil rights disturbances, All who 
attended the meeting signed a register at the time. Later their names were 
published in the local newspaper. Subsequent to this .Mr. Barton received the 
letter. 


Our Regional and North Hollywood offices cannot account for the availability 

of the old SDMH-Bureau of Social Work stationery for the letter. This is the 
first information these offices have received about the letter, since the 

person affected is an employee of Los Angeles County. We have no explanation 

as to how such stationery became available for such use. According to Mr. Rogers, 
we never used Space in the Lancaster area where stationery supplies might have 
been left. We are continuing to look into this matter, 
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Memorandum NO en’ 
POE CTLON TO 
To +: JAMES V. LOWRY, M.D., Director’ Date: March 11, 1968 ~ 
Department of Mental Hygiene 


Sacramento _ File No.: 


and Le 9 
ya re er ; 
JOHN CG. MONTGOMERY, Director . Ko 4 
Department of Social Welfare. : ; Aye 
Sacramento Qs \" yi 
From : Office of the Attorney General Vat LK 


Edward M. Belasco ~ Los Angeles 


Subject : Inflammatory Material 


oan Eneloued ave ‘copies of a letter of February 29, 1968 
seeks to this office by one Neil A. Cohen, our reply and the 
anti-social: memorandum which evidently was sent by a person 
who had access to letter heads of the Bureau of Social Work. 
No crime is involved but you may be interested in checking to 
see which employee would write such inflammatory material on 


official State stationer 


- EDWARD M. ae es 
Deputy Attorney General 
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; _ OFFICE’ OF -THE! ATTORNEY GENERAL ae 


_ Rectan of Iustice 


vo STATE BUILDING. Los 'ANGELES™ 90012 


‘Maren. a s. 1968: 





5008. Don Pio’ Drive 


food1and Hills, California ~ si36t 


thas. will enowence: yecet oe aed your, ‘detter of 


a ca 29, 1968 and the disturbing enclosure, Weare. . 0/00! 

 .: bringing: this matter to. ‘the attention of the- Directors | oF " the 

. . Dapartments of Mental Hygiene and Social. Welfare.and in the | 
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os tomas fe ERNE, “Attorney. General 
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February 29, 1968 


Office of the Attorney General 
State of California 

217 W. ist Street 

Los Angeles, Calif, 90012 


Dear Attorney General Lynch: 
Please find enclosed a copy of the letter recet 
the social workers I supervise, (Robert Barton). 


: 
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This is for your information and action, What is most 
distressing to me is that it was typed or ee of 
Mental Hygiene-Bureau of Social Works, State of Calif-~ 
ornia letterhead, (I understand that this hatiernbed 


was discontinued 18 months ago.) 


Thanking you in advance for your cooperation and recom~ 
mendation in this matter. 


Sinserely, 


Meer GEGEN, 

Neil A, Cohen, MSW 

5008 Don Pio Dr, : 
Woodland Hills, Calif, 9136) 
NGish 
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To: Vie. Hobers Barton - Dates Bre he 
Lancastor, Gallfornia ‘ 


From 


Subject: 


: Department of Mental Hygiene—Bureas of Social Work 


“ 


Rae ie: announcement of winners of the recent federally 
sponsored "Win H. Rap Brotm Contest”. 
: @ Gontost vola in those 
gtatves where prohibited by law i.e. Mississippi, Alsbema, Georgha aeo 


2%, 


* Congratulations * * * * Gongratulations *“+*"* Congratulations * 


Recently you entered your name in our contest. This letter is 
officially inforn you oe your nang was selected by our panal 
judzes (names included) as winner of the first prize. This prize 
you may reeall is an ex Pre Stay in your home by H.kap Browne 
will arrive in your home town by box car after midenignt on Naren 
1968. Being a shy young man he doss not Wish a parade» band or 
other fanefare (lynchins?) by the local citizenry but prefers to mest 
you individually. You will recognize him as Colanel Sanders mogul 
of the Ghicken Cartel. You, in turn, are to imversonate a "Black- 
feced” vaudvillian impersonating Al Jolsoie Your code will be your 
singing tha cleaned uo version of “Mammy" --"Hother oceo® 

Following are some handy-hints on Roepine ani cartne for a He 
Rap Brown in your own home for fun and provit . {hisje 
‘ He Hap Brown thrives oF a a amar anes of watermelon and 


i Tip O et 
2 Sa KO 


mn 


eliveries from chicken delight & little red wine on Sate 
i aae % niient is aise most welco dite as dex nonsteated by merry oo 
etrutting, finger snapping, hand clapping and slapring of sides 
Glothines HH. Hap Brown in his natural habitat may be found in Silis tneg 





of vivid and contrasting colors of rad, orange, chartreuse, Puchiace 
this and 2» greasy black “head razg® will make his stay w DAapsy ones 
Shelters H. Rap Brotm is nocturnal. Evenings are spent ln a recking 
chair on your from corch huaming to himself bu. for the sopreciaticn 
of all. Days are sient sitting on your from fence eating watermelon, 
re apoatans to tne amusement of Pee ee ye such sayings as "Burn Baby 


a 
OW 


Burn®, "Kill dnitey*™, "“Xestm Boss", "“No*sm Boss, ‘move on Honky" and 
“Keap the baby, Paithi® ( Don®t abomt sport). these are said with 
a snrus of the shoulders, tip of the hat and a quick shuffle of ths 
feat followed ny lons periods of lethargy 

A word of caution, HW. Rav Brown should not be civern any charp instre 





uments, matches, gesoline nor cocks bottles, Nor should he see his hos 
running around in 2 bed sheet « the sight of this nas evidencad peovl 


‘benavior on his part. 


nt opener mae ANT A. mr HOW pe arent ey 
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Memorandum 
Yo +: Robert Barton Date: 2418668 
Lensaster, Calfirownia 


From : Department of Mental Hygienc—Bureau of Social Work 
Subject: Gontest Continued. 


Pollovwing the above rules his stay in your home should be a Lorig 
end memorable one’ ore you may never Torrete 
By the way - do you have a sistar? 


Sincorely, 
The Board of Judges: 


Edgar Je Hoover (Boss man) 

Lyndon Bomber Johnsen (Public relations and trouble shooter) 

Hro and Mrs. Brown (Donater) 

George Wallace (Honorary member) 

Sheriff dim "Swesty-Ple" Clark (Director of Entertainuent) 

Lestexy He:dox (Ficenic directer and providor) 

Aunt Jemima end Uneles*Tom snd Remus (advisors) 

HoLe Hunt (Treasurer) 

The Grend wizard {2.1.P. past lesder of the Eskersfield Chapter of 
bho Kian inventcr of the noose and orlsinator of 

scotherhood week") 


’ 


PeSe Yea ara also sending Leroi Jones, Stokely Garwichasl and Nat 
for good Measure The idee of California, Jansrtment of Mentel 
Hygiene has thoughtfully agreed to include Winnie Ruth Judd. 


. ; a ie ; 
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' February 23, 1968 


Mr. Henry A. Talbert, Director 
Western Ragional Office 
National Urban League, Inc. 


355 South Western Avenue 
Los Angeles, California 90606 


Dear Henry: 


You will recall that during our Communication Task Force meeting in 

San Francisco on January 31, mentlon was made of several men who. 
obtained training through governmental programs only te find discourage« 
ment and frustration in the employment market. 


"| was particularly Scneatied with the young Negro man who had completed 
37 weeks of training as a keypunch operator and, with great expectation 
as to his ability for success, found himself surrounded by placement | 
opportunities involving women employees. You will remember that he was 
employed or had opportunity for employment with a Bay Area insurance 
company where all the keypunch operators were women with a salary level 
at or very close to the minimum wage for women. 


In checking state service employment opportunities for keypunch operators, 
{ obtained specifications for both keypunch operator and key data operator 
trainee. Soth salary tevels appear to be greater than what the young man 
was offered by private Industry In San Francisco. The Data Processing 
Bureau of the State Department of Social Welfare in Sacramento uses both 
classes. lt am advised that these are areas of generally rapid employment 
turnover and opportunities for immediate employment are frequent. It 
should be further noted that the great majority of keypunch operators are - 
women. Almost without exception, the State Department of Social Welfare 
employees In these classes have been and continue to be females. 


If this man's experience and education are compatible with the minimum 
qualifications shown on the specification sheets, | would be more than 
pleased to have him talk directly to Mr. Harry Harding, Chief of the Data 
Processing Bureau, Social Welfare, or Mr. Ernst H. Franz, Chief of the 
Personnel Bureau, Social Welfare. If he would like to submit an application, 


Hr. Henry A, Talbert ee February 23, 1968 


_my staff would be happy to give a preliminary analysis and discuss in. 
general terms his interest and opportunities in state service with, him, 
.| have enclosed an application for this purpose. Me 


Related to the above Is the very pointed question as to why training 
“programs would funnel a man into employment channels almost exclusively _ 
held by women with little, if any, opportunities for advancement. Some 

would suggest that our Bay Area friend ''should be happy to get a job and 

shouldn't complain’ but | feel personally that an employment plan should 
consider both short-term and long-term enployment potential fn addition 
to the personal and social problems related to a particular type of 
employment. When | put myself in hts position, I cannot blame him for — .- 
boing frustrated by finding that, efter 37 weeks of training, he would be. | 
the only man working with two or three dozen women, ; 


My purpose for sending this information and my related ‘comment's to you is 
two=fold; First, if you are desirous of doing so, §: would urge you to 
communicate with our San Francisco hosts to provide this’ information 
about state employment to the newly trained keypunch operator, and second, 
} believe there Is value in- looking at a specific case to evaluate z . 
deficiencies tn existing training. programs. 


IF you feel it would be more appropriate for ma to make the San Francisco. 
contact, | would be happy to do so if you would return the attachiients , to 
ma. Otherwise, | hope my research on this case will be helpful to you 
and the Job Training and Piseement meen il 


ery truly on “ 
wo) C.. W\ ee 


John C. Hontgomery | 
Director 
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Attachments 


‘ec: The Honorable Robert H, Finch 
Lieutenant Governor of California 
State Capito) 

Sacramento, California. 95814 


Mr. Phillip L. Acker, Execut Ive Si ecretary 
Job Training and Placement Counci] - 
1215 0 Street, Room A=-226 

Sacramento, California. 


‘bee: Director's File 
Central File 


; , PHoro 8/24/67 FOR INFORMATION 
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OFFICE OF THE GOVERNOR H. E. SIMMONS 
Sacramento, California . BILL MORROW 
Contect: Paul Beck IMMEDIATE RELEASE 


YMG 4571 8.22.67 


Sacramento--Governor Ronald Reegen today announced the following 
appointments to the newly-created California Job Training and Placement 
Council: 

Peter R. Diaz, 3044 East 6th Street, Los Angeles, now working as 
administrative coordinator for the Los Angeles City Department of 
Public Works while on leeve from his job as vice president in cherge of 
sales for the Universal Manufacturing Stationers, Inc. 

Diaz, a Republican, is director of United Community Efforts, Inc., 
a youth treining end employment program. He is a member of the Los 

City Human Relations Commission, the east Los Angeles 
Angeles/Catholic Youth Orgenizetion and the Catholic Welfare Bureau's 
Steering Committee for Economic Opportunity. ; 

. Henry A. Talbert, 4525 Don Milegro Dr., Los Angeles, director of 
the Western Regional offices of the urben league. 

He is a graduate of Tougaloo College in Mississippi and received 
e master's degree in social work from the University of Southern 
Celifornia. 

A Democrat, Talbert is a member of the National Commission on 
Stenderds of the Foundation for the Blind end 6 past national board 
member of the National Association of Social Workers. 

Eugene D. Starkweather, 20407 Moonmist Dr., Palos Verdes 
Peninsula, vice-president for personnel at North American Aviation. 

An engineering greduate of the General Motors Institute of 
Technology et Flint, Michigan, Starkweather joined North American in 
1941 as director of personnel for the Los Angeles division. He was 
appointed corporate director of personnel edministration in 1948 and 
has held his present position since 1960. 

H. C. (Chad) McClellen, 2220 Orlando Road, San Merino, president 
of the Management Council for Merit Employment, Training and Research. 

McClellan formed the msnagement council after the Watts riots of 
1965. The council helps fill private industry's employment needs with 
qualified people from the curfew area. It has eliso established 
training programs to fill existing jobs. McClellan has since expended — 
his efforts on a stetewide basis et the request of Governor Reagan. 

A paint manufacturer, Mc Clellan has served es a member of the 
National Merit Scholarship Corporation's Board of Trustees end the 
San Merino City Council. He has also been president of the Los Angeles 


de 
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Chamber of Commerce and the Nationel Association of Manufacturers and 
chairman of Occidentel College's Board of Trustees. 

A Republican, McClellen served under President Eisenhower as 
Assistent Secretary of Commerce for International Affairs 1955-57; and 
es General Manager of the American Nationel Exhibition in Moscow 
1958-59. 

Jerome W. Hull, 5 Lupine Way, Hillsborough, Executive Vice 
President of Pecific Telephone. A graduate of Occidental College, he 
joined the Bell System in 1935. 

A Republican, he is e Trustee of Occidental College, Vice 
Chairmen of the 1967 United Bay Area Crusade and e director of the 
World Trade Club of San Francisco. 

John A. Despol, 5285 Village Green, Los Angeles, staff 
representetive of the United Steelworkers of America. 

Despol has been active in Industrial Union activities since he 
joined the Steelworkers in 1932. He served as secretary-treasurer of 
the CTO's Californie Industrial Union Council 1950-58 and general vice- 
president of the Californie Labor Federation 1958-61. In 1961 he re- 
turned to his work for the Steelworkers. 

A Republican, he is e& member of the Board of Directors of the 
Los Angeles World Affairs Council, the Los Angeles Committee on 
Foreign Relations and the Executive Board of the Southern California 
Conference of Christians and Jews. 

The Californie Job Training and Placement Council -- a major 
progrem of the Reagen Administration -- was initially formed by an 
executive order of Governor Reagan and later was formelly established 
by the 1967 Legislature to organize existing training programs into 
a closely coordinated system designed to remove the able-bodied 
unemployed from the welfare rolls and to enlist private industry's 
support in securing jobs for graduates of training programs. 

It will submit an interim report to the Governor and Legislature 
at the 1968 regular session and a final report at the 1969 regular 
session. It is empowered to accept grants from public and private 
sources. 


Lt. Governor Robert Finch is the Council's chairman. 
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State of California PERSONAL A an) CONFIDENTI AL Health and Welfare Agency 


Memeorandum 


To : John C. Montgomery, Date : February 19, 1968 
Director 
Subject: Key Punch Operator 









From : Department of Sodic} Welfare 
Ernst H, Franz, Chief 
Personnel Bureau 


This is in response to Marion Murai'ts telephone call of 
February 7, 1968, regarding the gentleman you met at the Job 
Placement and Training Council meeting recently. You asked 
several questions relating both to the man and to the general 
situation of Negro employment in the Department. 


In regard to the man and the specific jobs available I have 
attached specifications for the classifications of Key Punch 
Operator Trainee and Key Punch Operator which outline the 

minimum qualifications. Both of these classes are used in the 
Department in Harry Harding's Data Processing Bureau. It's an 
area of generally rapid employment turnover in which opportunities 
for immediate employment exist frequently. 


If the man's experience and education is compatible with the minimum 
qualifications I would suggest that he talk directly to Harry Harding 
or to the State Personnel Board Recruitment Division concerning 
opportunities in this Department as well as in state service as a 
whole, If he would like to submit an application, my staff and I 
would be happy to give a preliminary analysis and discuss in general 
terms his interest and opportunities in state service with him. I 
have enclosed an application for this purpose. 


One additional comment which might pertain is that the great majority 
of Key Punch Operators are women. To my knowledge our current 
employment in this classification area is 100 percent female, although 
I know of nothing specific which would act against his being equally 
considered because of sex. Again recruitment and retention is 
difficult. 


The second question requires more discussion involving several 
informal observations on my part. This Department has never been 
a major employer of Negro and Mexican-American personnel except 
among the clerical ranks where the overall proportion of minority 
employment is appropriately equivalent to the proportion in the 


N. 


John C, Montgomery 22% February 19, 1968 


social structure. There is minimal employment of minority staff 

in the technical and professional area. Although many methods have 
been used by my office to encourage minority applicants, there has 
been little response. There appears to be one major reason for this 
fact. A reason which is true within the technical and professional 
field in general rather than true specifically in relation to this 
Department's hiring practices. 


The general social situation has permitted very few minority group 
members to gain the professional and technical education and 
experience required by these fields. Even though our minimum 
qualifications reflect what we believe to be the lowest point of 
education and experience which will enable an individual to perform 
the duties of a position adequately, few minority group members 
possess even these requirements. This is particularly true among 
social workers although more and more Negros and Mexican-Americans 
are being admitted to graduate schools. For this reason I anticipate 
a slow and steady increase in the number of candidates for social 
work positions from minority groups available in the recruitment pool. 
We've seen the slow beginnings of this process through increasing 
minority hires in the Division of Protective Social Services. 


Once employed within the Department Negro and Mexican-American staff 
appear to promote no less easily than do Caucasians. This is 
particularly true within the clerical field and generally true in 

the social work field, the second area where the majority of Negros 
are employed. Very few Negros are employed in the management and 
support services of Fiscal, Research and Statistics, Personnel, and 
Training. There are certainly areas of discrimination evident in 

the Department, but the evidence is based primarily on informal 
observations on the part of Personnel Bureau staff which, in terms 

of your delegation, has one of the heaviest responsibilities for 
progress in cultural relations within our employment group. Informal 
statements are heard to be made by various supervisors that a Negro 
would never be hired by them. When approached formally on the sub- 
ject, these same feelings are denied. These feelings are based on 
prejudice existing on a subliminal basis and are not offered publicly 
for direct confrontation. This situation parallels that found in 
society in general. 


There is only one certain way that I know of to combat this and that 
is continuing education of management personnel and supervisors in 
the concept of cultural relations. We have attempted this but 
sporatically. Perhaps the Personnel Bureau and the in-service train- 
ing function could cooperate on a training program which could 
accomplish something more. I would recommend discussion of this 
with you at your convenience as it!s one of the most difficult 
problems facing personnel management today. 


» 


John C. Montgomery oe February 19, 1968 


I should comment, very informally, that the Data Processing Bureau 
is one of the specific examples where I suspect significant sub- 
liminal feelings about the employment of Negros. 


Attachment 
EHF spa 
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Call 
Personnel: 


What are experience requirements for key punch operators in the department. 
| was at a committee meeting of the JTPC on January 31 in San Francisco. 


1 talked to a Negro man with lots of potential. He has had 37 weeks of 
training to be a Key Punch Operator, 


He doesn't seem to see any opportunity for promotion./f the person has ability 
and right attitude and xxghxxaxk training, what are the obstacles in state 
service to getting into a reasonably well paid promotion. 


Impression in the Bay Area where he works that the only place xm he can get 
a job is where the majority of workers are women. Where he presettly workers 
there are two-three dozen women. Ts 
as? 
Qs 
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State of California Department of Social Welfare 


File FLL. | 


CROSS REFERENCE SHEET 


Date of Material January 11, 1968 





Written by Montgonery to Assemblyman Jesse M. Unruh 





sibjeets Concerning whether Spanish-speaking cltizens are beirig adequately 


cared for by the several dtate departments. Contains statistics as to 





amounts of Spanish people. 





Refer to File 5 24 also crossed to [)_) 2| 





Form GFN M57, Revised November 1957 


. i . hoe oo 
tou. (\ pluwat 
Oso x ae a.Nue 


ae 



















oe Hrs. deseo R; “Morrell; “See: 
Family. Services’ Representatlv 
tere ‘Adnitntstratton .* ye te 
‘Bepartment’ of Healthy? Eeucaticn ‘and Welfare 
. 150. Fulton Street | 
“San, Francisco, Coilfornta gion 













y 


eg ‘this: ta. you 3 eatin Soiatvad eres: of he ‘etter, I ‘sent. to. te 
\ ry Séhdfer: on: ‘October. 18° tn. eeseenee to hig? aah! peviest for: ‘a reE Ee 
In tine. for his: meetings nd ; ure ie 













| We! belteve, this 
i “Cabg UH igzgams, 


John. GO Youteonen, 
“Dat oAs es i 


-dngurs the «questions you raised in your letter. Sel 












State of California Department of Social Welfare 


File Al... Discrimination 


CROSS REFERENCE SHEET 


Date of Material October 4, 1967 

Written by Morrell to Mont gomery 

Subject: Civil Rights complaint - W. ©. “oods who says her daughter is 
ee eee ee ee Oe ee ee 


being discriminated ke against because she is a negro. 


Refer to File A De2 Hew 
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State of California 


Memorandum 


To + John C. Montgomery Date 


ec: E. E. Silveira 
Marion Chopson 
Jane McKaskle 


| A 

From : Department of Social Welfare . A yo 
Ernst H. Franz, Chief 
Personnel Bureau "I 





Subject : 


ar — 
Health and Welfare Agency 


Al / dow 


August 30, 1967 


Public Employment 
Survey - Department of 
Social Welfare, San 
Francisco Area Office 


This is in late reply to your/memo of July 31, 1967, of the same 






subject noting that only, 
Spanish-American extracti 
take steps to investigat 


The data surprised me, and I shall 
oth the current situation and methods of 


increasing employment in this area immediately after the termina- 
tion of the layoff processes--probably in October, 1967. I shall 
provide you with a complete analysis of the department's ethnic 

situation insofar as it is known as rapidly as possible after the 


First of October. 
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af fare fete - : : : : Pe sn : 2 2 ts = me 
4 _ 
Pinas 
Ernst ii. Franz, Personnel Bureau _ . : —— duly 34, Wo? 
cer &. &, Stlvetra, tian. Ser, Br. ca ~ "Public Employsent Survey 
Marion Chopson, Com. Wel. Ser... ; Department of Social vel fare 
dane W, McKaskie, SF Area Office San Francisco Area Office 


| Joha ¢. Ress . e aa 
Weties ey 


Hiss tara} 8. | Kummer feld, Assistant Director, Foderal proarais Division of 
the United States Commissicn on Civil Rights, reviewed with me on-July 26, 

‘ ber findings on policies and practices within state services of the 
everee. and placement of sinority representatives. 


She gave me a copy of @ Public Emp loyment Survey covering the San Francisco 
Area Office, apparently recefved from the Governor's Office. In this. report, 
encompassing @ total of 407 employers, it was noted that 39 ware Hegrons;. 

&, Spanish Americans; and 16, Sriental Anericans. 


§ would appreciate your verifying this date and, assuming its accuracy, 
would like background information explaining why anly 1 percent of our 
employees are Spanish Averican and what Steps would appear appropriate 
towards Insuring increased snp lovee of Spanish pee Escee in this pert 
Hest. : : 


FEMS lens .¥} 


Director s Files 
Central Files 


Form CCR 344 






OCCUPATIONAL CATEGORIES 


1. Officials and Managers 


2. Professional and Technical Workers 


3. Office and Clerical Workors 


| . . Budget Burcou No. 115-6701; 
oe : os i Approval Expiros December 31, $967. 


PUOLIC EMPLOYMENT SURVEY ee 





NUMBER OF FULL-TIME EMPLOYEES 


Spanish Oriontal 
Nogro Amorican American All Other 




















Merit Othor | Morit Othor | Marit 





Other | Morit 





4. Craftsmen and Oporatives 
5. Laborors 
6. Service Workers 


TOTAL 


Data supplied’ by: 
Name 

Title 

Agency 


Telophono: 
Area Code ( —_} Numbor 


Official Address: 





Please check one: 


Data obtained by: 


C1 Curront rocords 
OC Special headcount for this roport 
(J Other {please doscribe below) ; : 








CAROL B. KUMMERFELD 
ASSISTANT DIRECTOR, FEDERAL PROGRAMS DIVISION 
UNITED STATES COMMISSION ON CIVIL RIGHTS 





801 19TH STREET, N. W.- 
WASHINGTON, D, C. 20425 382-1686 
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State of California meh? Health and Welfare Agency 


Nemoranden 


To 


From 


A\\ \ due? 


> = i 
; 
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John CG. Montgomery Date = May 24, 1967 

Marion Chopson 

Aaron Levin Subject : "Experience of Los Angeles 

Brooks Truitt Employers, With Minority Grou 
Employees’ 


Department of Secial Welfare 
Raymond B. Auker 


OA 


I am sending you this interesting report on the experience of Los Angeles 
employers with minority group employees. 


The author is more optomistic than he has a right to be due to factors of 
which, I am sure, he was not aware. His conclusions are based on what he 
thought was a random sample of workers placed by the Watts Service Center. 
From my contacts with service center staff I learned that this was a very 
biased sample designed to give the most encouraging picture of Negro employees 
from the Watts area. The first 66 cases were gleaned from the files on a very 
select basis, being thosewho were still working after their initial placement. 
The next 33 were drawn from the files on a random basis. Professor Reynolds 
wrote under the assumption that the entire sample was drawn on a random basis. 
This, of course, influences the results of the study and presents a much more 
glowing picture of the possibilities for success in employing minority group 
persons than meent be Eapecked from a truly..random sample. 


It does not, newevee: degenerate ne conclusion that this select group of 
Negros have done relatively well. 
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“SAN RANGES CHRONICLE * 


. By Michael Hartis : a ip ‘ ws oar Sas 


Negroes hir ed by Los Angeles fir ms in ine wake: 
of the 1965 Watts riots have chalked up good records’: 
of: performance and reliability, according to a- study’ 


issued by ‘the University of Southern California.’ 





ic 


. | Son.’ 


| “Two-thirds are still on the - 
job, and almost all of these ’ 
have said the job was better: 
than others they had in re 
past,” the study said 


“Half of the one-third who 
| have ‘left the jobs in which — 
they were originally placed “ 
have found better jobs. Most, 
have received pay increases. 
or ‘promotions. ia 


“None of ‘those « haha. had, 
left their original -jobs gave: 
discrimination as _the Tea-, 


REPORT — 


The report did not say how‘ 
}many Negroes were hired.’ 


‘from the Watts area, nor was | 


_ there any suggestion that the .. 
‘problem of providing jobs for - 
;minority workers had been. 
solved, ° ; 


Indeed, the chief conclu- 


Sion was that the good work ‘ 
‘records achieved by Negroes 
hired since the riots should 
‘induce “‘other Los Angeles - 


employers” not only to hire P 


minority group members but 


WIOKE Good A 
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to give them opportunities % 


for pr omotion once they are. 
on the job. 


—— - 
. Ee tinlatee ny aha. 
groups of the number of 
Negroes hired from the: 


_Watts area have run as high : 


jas 17,000 — a figure that ig 
believed to include, some du- 
plication as . well “as. some 
workers from other parts of 
Los os ‘county. ST | 





ail 





| 


: Negroes, reported that not 


aS » 2 


Unemplo ge ont ip the area | | 
remains severe, partly be- | 


_}eause of an influx of new- , 


comers to California who re- 


| Placed families who moved 
,out of Watts after getting 


better jobs. ———- 
RANDOM |’ 
The report, prepared by|: 


i|Professor William H. Rey-]i 
nolds of the USC Graduate |i - 
School of Business Adminis- |' 
|tration, was based on a ran- 

{dom sampling of 100 Negroes |’ 


placed in jobs from the Watts |: 


’ 'Service Center by the Cali- 


if ornia State Employment 
iService from September, 
1965, to April, 1966. 

Officials of 74 firms which 
employed Negroes in the 
{same period were also ques- |. 
tioned. 

“Tur hover has beh about 
the same as — or less than — 
Jamong other | employees,” 


‘| Reynolds found. 


“Al of the personnel direc- 


hire at least as many mi- 


i 


| 
| 


the past, and onesie a“ 
to hire more. . 
PROBLEMS | op! 
“Expected problems with 
supervision and fellow work- 
ers shave. failed to ‘material-. 
|lize’ 
il The. report said ‘personnel }~ 
directors felt that Negroes 





formed about as well.on the. 
‘job as other employees. But’ 
it found a substantial minori- 


‘\ty of the employers “still — 


seem to think of Negroes as 
less promotable.” 

“This may reflect a combi- 
nation of the’ actual lower. 
level.of education among 
many Negro employees and 


| 
| 
| 


thinkin g," Reynolds. ob- 
Served. sesh deteay 
Interviewers, themselves 


one of the employees: “who: left 
his job said he did-so because 
of discriminations: :i-..-en¥ 


| 
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aca SDEw 


nority group employees as inj - 





| 


and Mexican-Americans per-: . ls 


a residuum of stereotyped}: .- 


Tp tka 5 eget al aks 


MAY 4 1967 


———" FUTURE = 
One who left was quoted as 

saying, “There was no future 

with the company. It- wasn’t 

discrimination, though. 

|| There wasn’t any future for 

i| anybody.” 

i! The study was sponsored 













-, by the Management Council 


for Merit Employment, 
Training and Research, 
headed by H.C. (Chad) 
McClellan, Los Angeles in- 
dustrialist, who has been ap- 
pointed by Governor Ronald 
Reagan to produce a similar, 
privately sponsored program. 
on a Statewide basis. 

’ Funds for the study ana: 
other council: activities have 


Haynes Foundation, the Ford 
‘Foundation and firms in the 


' aerospace industry, ~~ ' 
; a ae el 
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Regular Occupation 


None 

Construction worker 
Air traffic control 
Camp attendant 
Janitor 

Administrative 
Laborer 

Material handler 
Playground supervisor 
Machine operator 
Janitor 

Beautician 
Assembly-electronic 
Sales — retail 

Utility man 

Labor — construction 
Truck driver 

Porter 

Packer 

Laborer — factory 
Janitor 

Laboratory technician 
Plumbing 

Packer 

Telephone installer 
Playground supervisor 
Mail clerk 

Medical assistant 


Job Placed In 


Clerk (retail sales?) 
Truck driver 

Mail clerk 

Sales — retail 

Porter 

Production scheduling 
Laborer 

Cutter . 
Clerical 

Release operator (clerical) . 
Laborer 

Sales — retail 

Sales — retail 

Route salesman 
General helper 

Labor — steel 

Auto assembly 
Sandblast operator 
Electrical assembly 
Packing 

Truck driver 


_ Personnel clerk 


Utility man — aircraft 
Packer 

General helper 
Clerical 

Insurance agent 

Sales clerk — retail 


Occupations are shown as they appear on employee’s record with some 
changes to protect the identity of a company or employee or to clarify 


position when possible. 
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INTRODUCTION 





This Report to Management is a follow-up study of the ex- 
perience of Los Angeles business firms which hired Negroes from 
South Central Los Angeles after the riots of August 1965 and the 
subsequent experience of the Negro employees themselves who were 
hired at that time. 


Three groups were interviewed: Negroes who had been placed 
in jobs from the Watts Service Center, personnel directors of firms 
which had hired Negroes from the Center, and members of first line 
supervision in the same firms. The study was directed by William 
H. Reynolds, Professor in the Graduate School of Business Adminis- 
tration of the University of Southern California. Dr. Reynolds did 
his graduate work in public administration at the University of 
Chicago, taught at Illinois Institute of Technology, worked with 
the Office of Salary Stabilization during the Korean conflict, and 
was with Ford Motor Company for over ten years before joining 
the USC faculty. 


The results of the study should encourage businessmen to 
make fuller use of the human resources represented by the Negro 
community. For example, turnover among the Negroes interviewed 
has averaged less than among employees in manufacturing firms 
in Los Angeles in general. The employers in the study reported that 
their Negro employees were much like their other employees on 
most measures of job performance. No problems with supervision 
or fellow workers have been encountered. 


The study was underwritten by the Management Council for 
Merit Employment, Training & Research. The Council is a non- 
profit organization of Los Angeles businessmen which has been 
working actively to improve employment opportunities for Negroes 
and members of other minority groups. Appreciation is expressed 
to the Council, both for its support and its recognition of the need 
for an independent, outside look at the minority group employee. 


Joseph W. Ehrenreich, Director 
University of Southern California 
Research Institute for Business 
and Economics 


Regular Occupation 


Laboratory assistant 
Clerk-typist 
Housewife 
Housewife 

Auto mechanic 
Electronics assembly 
Clerk — sales 
Clerk — sales 
Loan processor 
Cashier 

Janitor 

Assembly 

Fork lift operator 
Clerk-typist 
Order clerk 

Auto mechanic 
Assembler 
Clerical 

Auto mechanic 
Housewife 
Housepainter 
Assembler 
Clerical 
Assembler 

Supply clerk 
Laborer, unskilled 
Laborer 
Gardener 
Teletype operator 
Truck driver 

Car lot porter 
Warehouseman 
Housekeeper 
Waitress 
Construction labor 
Beautician 

File clerk 

Sales — retail 


Job Placed In 


Assembler 
Secretary-bookkeeper 
Assembly — electrical 
Assembly — electrical 
Bench mechanic 
Electronics assembly 
Checker 

Cashier 


Supervisor — loan processing 


Cashier 
Warehouseman 


‘Sales — retail 


Assembly 
Clerk-typist 
Inventory clerk 
Sheet metal 
Assembler 
Assembler 


' Template maker 


Assembler 
Packer 


’ Assembler 


Clerical 

Jig and fixture builder 
Jig and fixture builder 
Clerk 

Construction 

Garage attendant 
Policy change examiner 
Laborer 

Laborer (stock unit) 
Molder 

Housekeeper 

Clerical : 
Vehicle loader and bailer 
Sales — retail 
Assembly — electronics 
Grocery checker 
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APPENDIX E 


Regular Occupation and Job Placed in by 


Watts Service Center 


Regular Occupation 


None 

None 

None 

None 

Packer 

None 

Furniture assembler 
Refrigeration mechanic 
Teletype operator 
Nurse’s aide 
Foundryman 

Bailing machine operator 
Fry cook 

Power sewing 
Grinder, truck driver 
Salesman 

Gardener 

Laborer 

Factory worker 
Electronic assembly 
Power sewing 

Press operator — laundry 
Laborer 

Tire factory 

Pie crust maker 
Electrician 

Hair styling 

Laborer 

Truck driver 

Janitor 

Truck driver 

Student 

Laborer 

Orderly 


Job Placed In 


Packer 

Sales — retail 

Sales clerk — retail 
Office clerk 

No answer 
Supervising secretary 
Drafting trainee 
Automobile assembly 
Packer 

Change recorder 
Assembly line 

Utility man — aircraft 
Sheet metal worker 
Clerical-filing 

Saw operator 

Sheet metal worker 
Utility man — aircraft 
Ramp service — airline 
Packer 

Production worker 
Meat wrapper 

Utility man — aircraft 
Spray painting 


Plastic utility man — aircraft 


Warehouse laborer 

Sheet metal worker 

Utility man — aircraft 
Dismantler (electrical) 
Stretcher helper — aircraft 
Structural assembly 

Press operator 
Transportation clerk 

Car man 

Sales — retail 
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APPENDIX D 


Firms Interviewed 


Aluminum Corporation of America 
American Airlines 

American Can Company 
Arrowhead & Puritas Water, Inc. 


Automobile Club of Southern 
California 


Bank of America 

Barker Bros. 

Don Baxter, Inc. 

Bethlehem Steel Corporation 

California Federal Savings & 
Loan Assoc. 

Carnation Milk Company 

Cedars & Sinai Medical Center 

Chrysler Corporation 

Continental Can Company 

Crocker-Citizens National Bank 

Douglas Aircraft Company, Inc. 

Economy Lawn Service 

Ford Motor Company 

Garrett Corporation 

Genisco Technology Corporation 

B. F. Goodrich Company 


Hall-Mack Company, 
Div. of Textron, Inc. 


Harvey Aluminum 

Honeywell 

Hughes Aircraft 

Itt-Cannon Electric 

Knudsen Creamery Company 
of California 

Litton Industries 

Lockheed Aircraft International 
Corp. 


McCulloch Corporation 

Marman, Division of Aeroquip 
Corp. 

May Company 

Mobile Rentals Corporation 


National Cash Register, 
Century City 


National Cash Register, Hawthorne 

National Supply Division 

J. J. Newberry 

North American Aviation, Inc. 

Northrop Corporation 

Pacific Telephone Company 

Safeway Stores, Inc. 

Sears, Roebuck & Company 

Security First National Bank 

Southern California Edison 
Company 

Standard Oil Company 

Standard Steel Products 

Statler Hilton Hotel 

System Development Corporation 

Texaco, Inc. 

Thrifty Drug Stores, Inc. 

Tidewater Oil 

United Airlines 

United Parcel Service 

U. S. Rubber Company 

Universal City Studios 

Western Airlines 

Western Electric Company 

Western Union Telegraph Company 

Xerox Company 


41. What kind of training do you think would be most useful for Negroes 
seeking employment with your firm? 


42. What about the Mexican-Americans you have hired in the past year? 
About what percentage would you say are still on your payroll? 
DKNA 0 0-20 1 21-40 2 41-60 3 61-80 4 81-100 5 
43. If you were to indicate one factor holding back Negro employment, 
what would you say it was? 


44. If you were to indicate one factor holding back Mexican-American 
employment, what would you say it was? 


45. Have you had any problems in integrating Negroes into your work 
force? 
DKNA O Yes 1 No 2 


46. IF YES. What kind of problems? 


47. Have you had any problems in integrating Mexican-Americans into 
your work force? 
DKNA 0O Yes 1 No 2 


48. IF YES. What kind of problems? 


49, 50. Interview Number _______ (SHOULD BE SAME AS 
ON PERSONNEL DIRECTOR QUESTIONNAIRE) 


51. INTERVIEWER’S COMMENTS: 
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28. 


29. 


30. 


31. 


32. 


33. 


34, 


35. 


36. 


37. 


38. 


39. 


40. 


Quality of work produced? 
DKNA 0 Same i Others better 2 Mexican-Americans better 3 


Getting along with others? 
DKNA 0 Same 1 Others better 2 Mexican-Americans better 3 


Honesty? 
DKNA 0O Same 1 Others better 2 Mexican-Americans better 3 


Promotability? 
DKNA 0O Same 1 Others better 2 Mexican-Americans better 3 


Willingness to assume responsibility? 
DKNA 0 Same 1 Others better 2 Mexican-Americans better 3 


Is the turnover rate among the Negroes you supervise higher, lower, 
or about the same as among the other employees you supervise? 
DKNA O Higher 1 Lower 2 Aboutthesame 3 


Among those Negroes who have left your employment, what would 
you say were the principal reasons for leaving? 





Among those who have stayed, what percentage have received pay 
increases or have been promoted into higher paying jobs? 
DKNA 0 0-20 1 21-40 2 41-60 3 61-80 4 81-100 5 


Is this percentage higher or lower than for your other employees or 
about the same? 
DKNA 0 Higher 1 Lower 2 Aboutthesame 1 


Is the turnover rate among the Mexican-Americans you supervise 
higher, lower, or about the same as among the other employees you 
supervise? 

DKNA 0O Higher 1 Lower 2 Aboutthesame 1 


Among those Mexican-Americans who have left your employment, 
what would you say were the principal reasons for leaving? 


Among those who have stayed, what percentage have received pay 
increases or have been promoted into higher paying jobs? 
DKNA 0 0-20 1 21-40 2 41-60 3 61-80 4 81-100 5 


Is this percentage higher or lower than for your other employees or 
about the same? 
DKNA 0 Higher 1 Lower 2 Aboutthesame 2 
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14. 


15. 


16. 
17. 
18. 
19, 
20. 
21. 
22. 


23. 


24. 


25. 


26. 


27. 


IF YES. What kind of training? 


On the whole, has your company found Negroes to be good workers, 
average workers, or poor workers? 

DKNA 0O Good 1 Average 2 Poor 3 
More specifically, what are your impressions of the Negroes now on 
your payroll compared with your other workers with respect to the 
following eight items: 


Reporting for work on time? ; oa: 
DKNA 0O Same 1 Others better 2 Negroes better 3 


Regularity of attendance? : 
DKNA O Same 1 Others better 2 Negroes better 3 


Quantity of work produced? 
DKNA 0O Same 1 Othersbetter 2 Negroes better 3 


Quality of work produced? 
DKNA 0O Same 1 Others better 2 Negroes better 3 


Getting along with others? 
DKNA 0O Same 1 Othersbetter 2 Negroes better 3 


Honest? 
DKNA O Same 1 Othersbetter 2 Negroes better 3 


Promotability? 
DKNA 0O Same 1 Others better 2 Negroes better 3 


Willingness to assume responsibility? 
DKNA 0O Same 1 Others better 2 Negroes better 3 


Let me ask you the same questions about Mexican-Americans. On the 
whole, has your company found Mexican-Americans to be good 
workers, average workers, or poor workers? 

DKNA 0 Good 1 Average 2 Poor 3 
More specifically, what are your impressions of the Mexican-Ameri- 
cans now on‘ your payroll compared with your other workers with 
respect to the following eight items: 


Reporting for work on time? 
DKNA O Same 1 Others better 2 Mexican-Americans better 3 


Regularity of attendance? 
DKNA O Same 1 Others better 2 Mexican-Americans better 3 


Quantity of work produced? 
DKNA O Same 1 Others better 2 Mexican-Americans better 3 
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SUMMARY 





This study was conducted by the University of Southern Cali- 
fornia Research Institute for Business and Economics, the research 
arm of the USC Graduate School of Business Administration. The 


purpose of the study was to follow up the experience of (a) busi-° ~ °” 


ness firms which hired Negroes from South Central Los Angeles 
after the riots of August 1965, and (b) the subsequent experience 
of the Negroes hired at that time. 


The results are encouraging. Personnel directors and first line 
supervisors agree that Negro employees are much like other employees 
with respect to most measures of job performance. Turnover has 
been about the same as — or better than — among other employees. 
All of the personnel directors say that their experience has caused 
them to plan to hire at least as many minority group employees as 
in the past, and one-third plan to hire more. Expected problems 
with supervision and fellow workers have failed to materialize. 


Employment standards are still a problem. Many firms require 
a high school education or the passing of written tests. The evidence 
indicates, however, that employers are increasingly recognizing the 
special cultural problems of the Negro community. Police records, 
for instance, are beginning to be scrutinized on an individual basis 
and the nature of the job being applied for taken into account. 


The Negroes who were placed have done relatively well. Two- 
thirds are still on the job, and almost all of these said the job was 
better than others they had in the past. Half of-the one-third who have 
left the jobs in which they were originally placed have found better 
jobs. Most have received pay increases or promotions. None of those 
who had left their original jobs gave discrimination as the reason. 


About one-third of the Negroes interviewed had moved their 
place of residence since being employed; almost all who had moved 
said their new home was better. 


Lack of education and training, according to both employers 
and Negro employees, is the principal factor holding back Negro 
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employment. One impression gained from the study is that it is basic 
education and pre-vocational training that constitute the principal 
lacks, and that employers stand ready to provide training in specific 
skills to trainable employees. 


Most employers think Negroes are as promotable as other em- 
ployees, but some still seem to think of Negroes as less promotable 
than other employees. This may reflect a combination of the actual 
lower level of education among many Negro employees and a re- 
siduum of stereotyped thinking. 


Positive recruitment efforts are required to reach prospective 
Negro employees, and the study suggests that few firms try to provide 
any special counseling, help with transportation, or in any other way 
treat their Negro employees differently than they do their other em- 
ployees. Present efforts by employers in recognizing and acting upon 
the problems arising from the cultural environment of the disad- 
vantaged Negro should continue and be expanded. 


BACKGROUND AND PURPOSE OF STUDY 


The study was sponsored by the Management Council for Merit 
Employment, Training & Research, a non-profit public service cor- 
poration which was formed in March of 1966. The Council is an out- 
growth of the Los Angeles Chamber of Commerce Rehabilitation 
Committee appointed shortly after the riots of August 1965. 


The President of the Council is Mr. H. C. (Chad) McClellan, 
and the Executive Director is Mr. Murray A. Lewis. The Council 
is supported primarily by funding from the John Randolph Haynes 
and Dora Haynes Foundation, the Ford Foundation, and firms in the 
aerospace industry. 


Immediately after the riots 100 major Los Angeles firms were 
solicited directly by the Council to encourage them to employ Negroes 
from the “curfew” area. This was followed by an enlistment of an- 
other 167 companies. A short time later the full resources of various 
trade associations were brought into the program. These additional 
resources were channeled not only to the curfew area but to the East 
Los Angeles area as well. (Population in this area is predominantly 
Mexican-American.) There are at present 2600 cooperating em- 
ployers in the Management Council program. 
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10. 


11. 


12. 


13. 


APPENDIX C 


First Line Supervisor Questionnaire 


. About how many employees do you supervise? 
. How many of these are Negroes? 
. How many are Mexican-Americans? 


. Companies usually give workers some orientation when they first 


report for work so they know what is expected of them. Do you be- 
lieve that Negro workers require more orientation than other workers? 
DKNA 0O Yes 1 No 2 


. What about Mexican-American employees? Do you believe they re- 


quire more orientation than other workers? 


. When you are bringing minority group employees into a work group 


for the first time, do you make any special effort to orient their co- 
workers to avoid possible problems? 
DKNA 0 Yes 1 No 2 


. Once on the job are there any differences in the way you handle 


minority group employees? 
DKNA 0O Yes 1 No 2 


. IF YES. What kind of differences? 


. Are there any differences in your discharge procedures for minority 


group employees? 
DKNA 0 Yes 1 No 2 


IF YES. What kind of differences? 





Many new workers require some training to become efficient on their 
jobs. Do you feel that Negro employees require more training than 
other employees? 

DKNA 0 Yes 1 No 2 


IF YES. What kind of training? 


Do you feel Mexican-American employees require more training than 
other employees? 
DKNA 0 Yes 1 No 2 


47 


73. What kind of training do you think would be most useful for Mexican- 
Americans seeking employment with your firm? 


74. If you were to indicate one factor holding back Negro employment, 
what would you say it was? 


75. If you were to indicate one factor holding back Mexican-American 
employment, what would you say it was? 





76. Is there any general comment you would like to make about the 
problem of minority group employment? 














77, 78. Interview Number________§___ (SHOULD BE SAME AS 
ON FIRST LINE SUPERVISION QUESTIONNAIRE) 


79, 80. INTERVIEWER’S COMMENTS: 
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The purpose of the present study was to find out what experi- 
ence cooperating companies have had with their Negro employees. 
Have the Negroes who were placed been successful in their work? 
How many still have jobs? How many have been promoted or re- 
ceived raises in pay? How many have been laid off? What problems 
have been encountered? What has been the experience of first line 
supervisors with Negro workers? 


The funds available for the study made it necessary to limit in- 
quiry mainly to Negro workers, although some information was ob- 
tained on employer experience with Mexican-American workers. 
Also, the East Los Angeles Service Center — primarily serving Mexi- 
can-Americans — did not become operational until well after the 
Watts Service Center, and it seemed advisable to delay follow-up of 
Mexican-American employees placed by the Center until more ex- 
perience had been gained. It is hoped that a subsequent full-scale study 
can explore the problems of Mexican-Americans thoroughly. 


It should be emphasized that the findings reported cannot be 
taken as conclusive. The study was initiated as a preliminary investi- 
gation to furnish guidelines for a later more ambitious undertaking. 


METHOD OF STUDY 


Informal Interviews 


In designing the sample and questionnaire to be used in the 
study and to gain insights and interpretations, personal informal inter- 
views were conducted with the personnel directors of five Los Angeles 
firms and with employees or representatives of the following groups 
and agencies: 


California Department of Education 

California Department of Public Social Services 
California Division of Apprenticeship Standards 
California Division of Fair Employment Practices 
California State Employment Service 

East Los Angeles Service Center 

Economic and Youth Opportunities Agency 

Human Relations Commission of the City of Los Angeles 
Los Angeles Chamber of Commerce 

Los Angeles City Schools 

Los Angeles County Commission on Human Relations 
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Operation Bootstrap 

Opportunities Industrialization Center 

President’s Committee on Manpower 

Sons of Watts Improvement Association 

Watts Service Center 

West Coast Trade Schools 

Westminster Association 

U. S. Bureau of Apprenticeship Training 

U.S. Civil Service 

U. S. Department of Commerce 

U. S. Department of Defense, Office of Contract 
Compliance 

Urban League 

United Civil Rights Council 


In most cases, several different people were interviewed in each 
of the groups and agencies listed, and follow-up interviews were con- 
ducted in some cases. (The list is not exhaustive, incidentally; some 
groups preferred to remain anonymous.) In total, approximately 75 
persons concerned with the problem of Negro training and employ- 
ment were consulted. Their help is acknowledged here with apprecia- 
tion, but with no implication of responsibility on their part for any 
of the findings presented. The questionnaires developed used some 
questions from a national study conducted by the National Industrial 
Conference Board. No comparisons are made because of differences 
in sample selection and question sequence. Appreciation is expressed 
to the Conference Board. 


Formal Study 


In the formal study itself, three groups were selected for inter- 

viewing: 

1. Personnel directors or employment managers of firms which 
responded to the initial appeal of the Management Council 
and hired Negro employees through the Employment Service 
Section of the Watts Service Center. 


First line supervisors in the same firms. 


3. Negroes who were placed in jobs through the Watts Service 
Center following the initial appeal of the Management Coun- 
cil. 

All three samples were drawn on a random basis from the files 

of the Watts Service Center. 


61. 


62. 


63. 


64. 


65. 


66. 


67. 


68. 


69. 


70. 


71. 


72. 


Do new employees.have to have a car? 
DKNA 0 Yes 1 No 2 


Let’s talk about the Negroes you have hired in the past year. About 
what percentage of them would you say are still on your payroll? 
DKNA 0 0-20 1 21-40 2 41-60 3 61-80 4 81-100 5 


Js this turnover higher or lower than your turnover rate for your other 
employees or about the same? 
DKNA 0O Higher 1 Lower 2 Aboutthesame 3 


Among those Negroes who have left your employment, what would 
you say were the principal reasons for leaving? 


Among those who have stayed, what percentage have received pay 
increases or have been promoted into higher paying jobs? , 
DKNA 0 0-20 1 21-40 2 41-60 3 61-80 4 81-100 5 


Is this percentage higher or lower than for your other employees or 
about the same? 
DKNA 0 Higher 1 Lower 2 Aboutthesame 3 


What kind of training do you think would be most useful for Negroes 
seeking employment with your firm? 


What about the Mexican-Americans you have hired in the past year? 
About what percentage would you say are still on your payroll? 
DKNA 0 0-20 1 21-40 2 41-60 3 61-80 4 81-100 5 


Is this turnover higher or lower than your turnover rate for your 
other employees or about the same? 
DKNA 0 Higher 1 Lower 2 Aboutthesame 3 


Among those Mexican-Americans who have left your employment, 
what would you say were the principal reasons for leaving? 











Among those who have stayed, what percentage have received pay 
increases or have been promoted into higher paying jobs? 
DKNA 0 0-20 1 21-40 2 41-60 3 61-80 4 81-100 5 


Is this percentage higher or lower than for your other employees, or 
about the same? 
DKNA 0O Higher 1 Lower 2 Aboutthesame 3 
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50. 


51. 


52. 


53. 


54. 


55. 


56. 


357. 


58. 


59. 


60. 


Do you have any tests that you give your employees? 
DKNA 0 Yes 1 No 2 


IF YES. What kind of test or tests do you use? 





In using these tests, do you use the same cut-off scores for minority 
group employees that you do for other employees? 
DKNA 0 Yes 1 No 2 


How well do Negroes do on these tests compared with other prospective 
new employees? Would you say about the same, that others do better or 
the Negroes do better? 

DKNA 0 Same 1 Others better 2 Negroes better 3 


How well do Mexican-Americans do on these tests compared with other 
prospective new employees? Would you say about the same, that others 
do better or the Mexican-Americans do better? 

DKNA 0 Same 1 Others better 2 Mexican-Americans better 3 


Do you hire employees with police records? Would you say yes, no or 
that it depends? 
DKNA 0 Yes 1 No 2 Depends 3 


IF DEPENDS. What does it depend on? READ LIST. 
DKNA 0 Nature of offense 1 Nature of job for which the 
employee is being considered 2 Whether the record consists of 
arrests or convictions 3 


Do you set your employment standards here locally or are they deter- 
mined somewhere else in the corporation? 
DKNA 0 Locally 1 Elsewhere 2 


Do you feel that your selection standards are realistic for most of the 
jobs you have to fill or do you think some of your standards might be 
too high or too low? 

DKNA 0 Aboutright 1 Toohigh 2 Toolow 3 


This may be an embarrassing question, but has your company reviewed 
selection standards recently, that is, within the past year, to determine 
if they might not be too high for some jobs? 

DKNA 0O Yes 1 No 2 


Do new employees have to live within a certain distance of where they 
are going to work? 
DKNA 0 Yes 1 No 2 
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Three factors may have operated to bias to some extent the 
responses of the employer samples in a positive direction: first, a 
possible reluctance to express negative attitudes toward minorities; 
second, the possibility that the firms that responded to the Manage- 
ment Council are in fact more favorably disposed toward minority 
groups; and third, the possibility that the Negroes initially placed. 
were more readily “employable”. 


Nevertheless, the findings presented can be taken as more-or- 
less accurately reflecting the experience of firms which actively sought 
out Negro employees after the riots in August 1965. 


The Employee Study 


A random sample was drawn of 100 Negroes placed in jobs 
from the Watts Service Center by the California State Employment 
Service from September 1965 to April 1966. Certain information on 
the respondents was drawn from the files of the Center and other 
information obtained in pérsonal interviews. These personal inter- 
views were conducted by Negro staff members of the Employment 
Service Section of the Watts Service Center. It proved impossible to 
locate four of the members of the sample. (Interviewing was con- 
ducted in October and November of 1966, six to fourteen months 
after the employees were placed.) 


The Employer Study 


A sample of 74 firms which had employed Negroes through the 
Watts Service Center from September 1965 to April 1966 was drawn 
from the files of the Center. Mail and telephone were used to con- 
tact these firms and make appointments for personal interviews with 
their personnel directors and with one member of first line super- 
vision with Negroes in his work force. It was not possible to arrange 
interviews with all of these firms, and the data below are based on 
interviews with 59 personnel directors and 58 supervisors. All of these 
interviews were conducted by students in the USC School of Business 
Administration. 


MAJOR CONCLUSIONS 


The Employees 


1. The Negro employees interviewed were a relatively good 
sample of the Negro population of South Central Los An- 
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geles. The data obtained on age, education, length of resi- 
dence in Los Angeles, etc., are reasonably consistent with 
internal California State Employment Service analyses. It 
should be emphasized, however, that the sample was not 
representative in at least two ways. First, all of the respond- 
ents were at least sufficiently motivated to find work to 
register with the State Employment Service (although some 
registered only after employers began active recruiting). 
Second, the respondents were immediately employable, or 
at least were considered so by the firms which hired them. 
Nevertheless, all of those interviewed were people who were 
looking for jobs and were helped to find them. 


Once on the job, the Negro employees seem to have done 
well. Two-thirds were still with the firms that had original- 
ly hired them, and, among these employees, about half had 
been promoted and almost all had received pay increases. 
(In many cases, no doubt, the pay increases were due to 
company policies providing for automatic increases after so 
many months on the job.) Their median wage was $2.75 an 
hour and almost all said that their present job was better than 
other jobs they had had in the past. 


One-third of the Negroes placed were no longer with the 
firm that had originally hired them. (This was six to four- 
teen months after they were hired.) About half of those who 
had left their jobs were working some place else and in many 
instances described their present job as better. About 15 per 
cent were unemployed again at the time of interview. In 
effect, positive results were obtained in the case of approxi- 
mately 80-85 per cent of the Negroes placed. 


Not one of the employees who had left the jobs in which they 
had been placed said that they left because of discrimination. 
(Recall that they were being interviewed by other Negroes.) 
Their replies were frank. One respondent said: “There was no 
future with the company. It wasn’t discrimination though. 
There wasn’t any future for anybody.” Another said simply 
that he was caught sleeping on the job. Perhaps the most 
significant difference between the employees who had stayed 
with the companies that had hired them and the employees 
who had left (either voluntarily or not) was that the former 
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37. 


38. 


39. 


40. 


41. 


42. 


43. 


44, 


45. 


46. 


47. 


48. 


49. 


Willingness to assume responsibility? 
DKNA 0O Same 1 Others better 2 Negroes better 3 


In view of your experience with Negro employees do you plan to hire 
more of them in the future than you have in the past, fewer than you 
have in the past, or about the same as you have in the past? 

DKNA 0 More 1 Fewer 2 Aboutthesame 3 


Let me ask you the same questions about Mexican-Americans. On the 
whole, has your company found Mexican-Americans to be good work- 
ers, average workers, or poor workers? 

DKNA 0 Good 1 Average 2 Poor 3 
More specifically, what are your impressions of the Mexican-Americans 
now on your payroll compared with your other workers with respect to 
the following eight items: : 


Reporting for work on time? 
DKNA O Same 1 Others better 2 Mexican-Americans better 3 


Regularity of attendance? 
DKNA 0 Same 1 Others better 2 Mexican-Americans better 3 


Quantity of work produced? 
DKNA O Same 1 Others better 2 Mexican-Americans better 3 


Quality of work produced? 
DKNA 0O Same 1 Others better 2 Mexican-Americans better 3 


Getting along with others? 
DKNA O Same 1 Others better 2 Mexican-Americans better 3 


Honesty? 
DKNA 0 Same 1 Others better 2 Mexican-Americans better 3 


Promotability? 
DKNA 0 Same 1 Others better 2 Mexican-Americans better 3 


Willingness to assume responsibility? 
DKNA 0 Same 1 Others better 2 Mexican-Americans better 3 


In view of your experience with Mexican-American employees do you 

plan to hire more of them in the future than you have in the past, fewer 

than you have in the past, or about the same as you have in the past? 
DKNA O More 1 Fewer 2 Aboutthesame 3 


Let’s talk about what you look for in new employees. Do you require 
a high school education or equivalent? 
DKNA 0 Yes 1 No 2 
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24. 


25. 


26. 


27. 


28. 


29. 


30. 


31. 


32. 


33. 


34, 


35. 


36. 


Many new workers require some training to become efficient on their 
jobs. Do you feel that Negro employees require more training than 
other employees? 

DKNA 0O Yes 1 No 2 


IF YES. What kind of training? 


Do you feel Mexican-American employees require more training than 
other employees? 
DKNA 0 Yes 1 No 2 


IF YES. What kind of training? 





If Negroes and Mexican-Americans in some instances need more train- 
ing to become efficient how do you think this extra training should be 
paid for? READ LIST. 

DKNA 0 Bycompanyalone 1 Bygovernmentalone 2 

By some joint company-government effort 3 Other 4 


On the whole, has your company found Negroes to be good workers, 
average workers, or poor workers? 

DKNA 0 Good 1 Average 2 Poor 3 
More specifically, what are your impressions of the Negroes now on 
your payroll compared with your other workers with respect to the 
following eight items: 


Reporting for work on time? 
DKNA 0O Same 1 Others better 2. Negroes better 3 


Regularity of attendance? 
DKNA 0 Same 1 Others better 2 Negroes better 3 


Quantity of work produced? 
DKNA 0 Same 1 Others better 2 Negroes better 3 


Quality of work produced? 
DKNA 0 Same 1 Others better 2 Negroes better 3 


Getting along with others? 
DKNA 0 Same 1 Others better 2 Negroes better 3 


Honest? 
DKNA 0 Same 1 Others better 2 Negroes better 3 


Promotability? 
DKNA 0 Same 1 Others better 2 Negroes better 3 
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group were placed in higher paying jobs. Most of the em- 
ployees who had left had been in jobs paying less than $2.00 
an hour. 


5. The Negroes in the sample did not seem especially concerned 
about job discrimination. Only about ten per cent mentioned 
discrimination when asked if the company hiring them had 
given them an opportunity based on their ability and per- 
formance. Similarly, when asked specifically what they saw 
as the major factor holding back Negro employment, only 
20 per cent said discrimination. Almost monotonously, the 
respondents said lack of education, lack of training, lack of 
experience, lack of skill, lack of qualifications. 


This is important. It points up the fact that the Negro com- 

_ munity itself — or a major segment of it — believes that 
education and training is an answer to Negro unemployment 
and under-employment. 


The Personnel Directors and First Line Supervisors 


1. No less than 26 different organizations, agencies, and groups 
were named by the personnel directors when they were asked 
what private or public agencies they had worked with in hir- 
ing minority group employees. 


2. All the firms interviewed have listed job openings with the 


California State Employment Service Centers, most have 
worked with other organizations trying to place minority 
group employees, most have advertised in minority group 
newspapers, most have sent recruiters into minority group 
neighborhoods, and almost all have tried to use their present 
minority group employees to recruit other minority group 
employees. 


3. On the other hand, the study produced some evidence which 


would indicate a continuing need for employers to evaluate 
employment standards and tests as they relate specifically to 
actual jobs. For example, is a high school certificate required 
for certain jobs? Do the tests that are administered tend to 
bar some minority group applicants from being given the 
opportunity to get into a job? In fact, do the standards and 
tests tend to limit the supply of manpower that would prove 
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to be productive if more realistic measures were used? Few 
tests are culture-free, and personnel directors tend to agree 
that Negroes and Mexican-Americans do not do as well on 
the tests used as other applicants. Some companies, including 
several of the largest in California, are developing standards 
which relate more specifically and realistically to the require- 
ments of the job. 


Most firms said they try to treat minority group employees 
exactly like other employees. More recognition should be 
given to the problems arising from the cultural environment 
of the Negro community. 


With respect to performance on the job, personnel directors 
and first line supervisors agreed that Negroes and Mexican- 
Americans were much like other employees. First line super- 
visor ratings of minority group members were somewhat 
higher than personnel director ratings on a list of job per- 
formance factors. 


Only about one out of five personnel directors and only 
about one out of ten members of first line supervision felt 
that Negroes required more training than other employees. 


Turnover among Negroes and Mexican-Americans was re- 
ported to be about the same as among other employees. The 
number of minority group employees who received pay in- 
creases or promotions was also reported as about the same 
as in the case of other employees. Overwhelmingly, poor 
education and the lack of basic qualifications were cited as 
the principal factors holding back minority group employ- 
ment. About ten per cent of the personnel directors and first 
line supervisors also mentioned “poor attitude” as a prob- 
lem among Negroes and about 15 per cent mentioned “lan- 
guage” as a problem among Mexican-Americans. 


Over-all, the experience of companies that have hired Ne- 
groes and Mexican-Americans has been significantly favor- 
able. About one-third said that their experience has caused 
them to plan to hire more minority group employees in the 
future than they had in the past and about two-thirds said 
they planned to hire about the same number as in the past. 
None said they planned to hire fewer. 
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12. 


13. 


15. 


16. 


17. 


18. 


19. 


20. 


21. 


22. 


23. 


Companies sometimes give workers some orientation when they first 

report for work so they know what is expected of them. Do you be- 

lieve that Negro workers require more orientation than other workers? 
DKNA 0 Yes 1 No 2 


What about Mexican-American employees? Do you believe they re- 
quire more orientation than other workers? 
DKNA 0 Yes 1 No 2 


. When you are bringing minority group employees into a work group 


for the first time, do you make any special effort to orient their co- 
workers to avoid possible problems? 
DKNA 0 Yes 1 No 2 


Does your company in any way make allowances for minority group 
employees in considering them for employment that it does not make 
for other workers? 

DKNA 0 Yes 1 No 2 


IF YES. What kind of allowances? 


Once on the job are there any differences in the way you handle 
minority group employees? 
DKNA 0 Yes 1 No 2 


IF YES. What kind of differences? 


Do you provide any special counseling or help on personal problems 
for minority group employees that you do not provide for other 
employees? 

DKNA 0 Yes 1 No 2 


Do you provide any help with respect to transportation for minority 
group employees? 

DKNA -0 Yes 1 No 2 
Are there any differences in your discharge procedures for minority 
group employees? 

DKNA 0 Yes 1 No 2 


IF YES. What kind of differences? 





Perhaps you have a procedure for all discharges to be reviewed by 
higher supervision before they are carried out. Is this true for your 
company? 

DKNA 0 Yes 1 No 2 
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APPENDIX B 


Personnel Director Questionnaire 


1. We are following up on your experience in hiring and working with 
Negro and Mexican-American employees. First, have you been con- 
tacted by or worked with any outside public or private agencies or 
organizations trying to place Negro and Mexican-Americans? 

DKNA O Yes 1 No 2 


2. What agencies or organizations? 











3. Which agency or organization has been most helpful to you? 
a ne a ee i ee 


4, 5. What problems have you encountered in working with agencies and 
organizations trying to place Negro and Mexican-Americans? 











6. Have you listed job openings with agencies or organizations trying to 
place Negro or Mexican-American employees? 
DKNA 0 Yes 1 No 2 


7. Have you done any advertising for employment in minority news- 
papers? 
DKNA 0 Yes 1 No 2 


8. Have you had any company recruiters go into Negro neighborhoods 
to recruit Negroes for employment? 
DKNA 0 Yes 1 No 2 


9. Have you had any company recruiters go into Mexican-American 
neighborhoods to recruit Mexican-Americans for employment? 
DKNA O Yes 1 No 2 


10. Have you used your present employees from minority groups in an 
effort to recruit other employees from minority groups? 
DKNA 0 Yes 1 No 2 


11. Let me go over these various approaches to recruiting minority group 
employees and would you please tell me which of them you have 
found most helpful in recruiting. READ LIST. 

DKNA 0 Publicagencies 1 Private agencies 2 
Newspapers 3 Presentemployees 4 Other 5 
WRITE IN OTHER 
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DETAILED FINDINGS ON THE EMPLOYEES PLACED 
A. Characteristics 
B. Experience on job 
C. Those who did not stay on job 


D. Discrimination versus lack of training 


A. CHARACTERISTICS OF EMPLOYEES 


The median age of the employees 
placed was 25.5 years. About 50 per 
cent were in their 20’s. 


Most were the primary wage earner in 
their families. 


Most were married. 


Most were males. 


Sixty-two had two or more dependents 
and 30 had four or more. This and the 
immediately preceding tables show that 
the study was concerned primarily not 
with youths but with men and women 
with families to support. 


One out of six had a police record. 
(Although some may have police rec- 
ords they did not report.) 


Ten per cent, or about half of those 
with records, had convictions as well 
as arrests in their background. 
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16-20 years old 
21-25 

26-30 

31-35 

36-40 

41-45 

46-50 

51-55 

56 and over 
No answer 


Primary Wage Earner 
Not Primary Earner 


No answer 


Married 
Single 
Divorced 
Widowed 
Separated 
No answer 


Male 
Female 


None 

One 

Two 

Three 

Four 

Five or more 
No answer 


Police Record 
No Record 
No answer 


Arrests only 
Convictions 
No Record 
No answer 


45. Does any other member of your family work? 
DKNA 0 Yes 1 No 2 


46. Could you give me an estimate of your total family income over the 
past year? 





47. Interview conducted by 





48, 49, 50. Number of interview 


INTERVIEWER’S COMMENTS: 
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29, 30. (IF NO TO Q. 20) Why did you leave? 








31, 32, 33. When did you leave? 





34. Are you working some place else now? 
DKNA 0 Yes 1 No 2 (IF NO, SKIP TO Q. 36) 


35. IF YES. Is your present job better or worse than the job you had with 
or about the same? 








DKNA 0 Better 1 Worse 2 Same 3 


36, 37, 38. What was the highest rate of pay you received at____——_ 
? 








39. Did you receive any special training when you were hired by. 











DKNA 0O Yes 1 No 2 


40. (IF STILL EMPLOYED BY COMPANY PLACED WITH) From 
your experience working at__—_-————S—CSCSCSC<;7 3S 
do you feel you have an opportunity with the company based on your 
ability and performance? (IF NOT STILL EMPLOYED BY COM- 
PANY) From your experience working at_______=—=——— SS 
do you feel your opportunity with the company was based on your 
ability and performance? 

DKNA 0 Yes 1 No 2 


41. (IF NO) Why do you say that? 








42. What kind of training do you think would be most useful for Negroes 
seeking employment with... == —C; 73 








43. If you were to name one thing holding back Negro employment, 
what would you say it was? 





44, (IF UNEMPLOYED, SKIP TO Q. 45) How do you get back and 
forth to work? 
DKNA 0 OwnCar 1 Friend’sCar 2 
Car pool 3 Publictransportation 4 Walk 5 
Other 6 WRITE IN 
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A. CHARACTERISTICS OF EMPLOYEES (Cont'd) 


Their median education was 11.5 
years, with one college graduate in the 
group. (This median education figure 
naturally does not necessarily reflect 
actual achievement level and may have 
been exaggerated by some respond- 
ents. ) 


Most were long time residents of Los 
Angeles; 71 said they had lived in the 
area for six years or more. This is con- 
sistent with U. S. Census data. 


Four respondents could not be located 
and another nine either would not or 
could not report their total family in- 
come over the past year. Among those 
responding (87), about half (42) said 
their total family income last year was 
less than $4,000. 


Almost half the respondents said that 
there was another wage earner in their 
families in addition to themselves. This 
is the reason for some of the higher in- 
comes reported in the table above. 


8 years 

9 years 

10 years 
11 years 
12 years 
13 years 
14 years 
15 years 
16 years 
No answer 


Under one year 
One year 

Two years 
Three years 
Four years 
Five years 

Six or more 
Not located 


$2,000 or less 
$2,001 - $3,000 
$3,001 - $4,000 
$4,001 - $5,000 
$5,001 - $6,000 
$6,001 - $7,000 
$7,001 - $8,000 
$8,001 - $9,000 
$9,001 - $10,000 
$10,000 or more 


Another wage earner in family 43 


No other wage earner 


Not located 


B. EMPLOYEES STILL ON THE JOB 


What happened to the employees 
placed once they were on the job? 
Nine out of ten were placed in jobs 
other than their regular occupation. 
(See Appendix E. ) 


1 


Same as regular occupation 


Different 


53 
4 


10 
90 


B. EMPLOYEES STILL ON THE JOB (Contd) 


Two-thirds (62) were still with the 
company that hired them. When con- 
tacted to establish appointments for 
personal interviews, four of the Ne- 
groes could not be located. One-third 
(32) had left the firm that originally 
hired them. 


Let us look first at those 62 employees 
who were still with the company that 
hired them. Almost all said their job 
was better than other jobs they had 
had in the past. 


About half said they had been pro- 
moted since they had been on the job. 


Almost all had received pay increases 
since they had been on the job. (Auto- 
matic pay increases may account for 
this unexpected high percentage.) 


Almost all were in jobs paying more 
than $2.00 an hour. Their median cur- 
rent wage was $2.75. Only 11 per cent 
were making less than $2.00 an hour. 
(Other data indicate that the median 
wage rate for unskilled jobs in the 
_ greater Los Angeles area as of Septem- 
ber 1966 was $2.39 an hour.) 


Still with company 
Not with company 


No answer 
Not located 


_ Better 


Worse 
About same 
No answer 


Been promoted 
Not promoted 


Raise in pay 
No raise 
No answer 


$2.00 or less 

$2.01 - $2.25 
$2.26 - $2.50 
$2.51 - $2.75 
$2.76 - $3.00 
$3.01 - $3.25 
$3.26 - $3.50 
$3.51 or more 


62 
32 


Mn w oO 


32 
30 


= 
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Other data are available indicating that separations among employees of 
manufacturing firms in the Greater Los Angeles area average 4 to 5 per 
cent per month. Thus, more of the Negroes placed stayed on the job than 


would be expected. 


12 


11. 


12, 


Date placed 
DKNA 0 Sept 1 Oct 2 Nov 3 Dec 4 Jan 5 
Feb 6 Mar 7 April 8 

13. Regular occupation WRITE IN. 





14, 15. Job applicant placed in: 


16. 





Respondent located 1 Notlocated 2 


(DATA TO BE TAKEN IN PERSONAL INTERVIEW) 


17. 


18. 


19. 


20. 


21. 


22. 


23. 


24. 


25. 


26, 


Have you moved since you obtained employment? 
DKNA 0 Yes 1 No 2 


IF YES. Would you say where you live now is better or worse than 
where you lived last fall or just about the same? 
DKNA 0 Better 1 Worse 2 Just aboutthesame 3 


About how long have you lived in the Los Angeles area? (RECORD 
ANSWER TO NEAREST YEAR). 

Less than year-O One year-1 Two years-2 Three years-3 

Four years-4 Five years-5 Six ormore-6 DKNA-7 


Our records show that you were hired by: (GET FROM PAGE 1). 
Are you still with —-_-_-_=~_— 
DKNA 0 Yes 1 No 2 (IF NO, SKIP TO Q. 29) 


IF YES. Are you still doing the same work you were hired for or are 
you doing different work? 
DKNA 0 Same 1 Different 2 (IF SAME, SKIP TO Q. 24) 


IF DIFFERENT. Would you say the job you are doing now is better 
or worse than the job you were hired to do or about the same? 
DKNA 0 Better 1 Worse 2 Same 3 


Have you been promoted? 
DKNA 0 Yes 1 No 2 


Have you received any pay raise since you started working for 





DKNA 0 Yes 1 No 2 


Is your job with _______________better or worse than 
other jobs you have had in the past or about the same? 
DKNA 0 Better 1 Worse 2 Aboutthesame 3 


27, 28. What is your current rate of pay? 
at et | RIP TOs. 39 
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APPENDIX A 


Employee Questionnaire 


Data to be taken from file on employee available from Department of 
Employment. 


Social Security Number 





Name 





Last First Initial 


Last known address 





Street No. Street City 


Telephone No. 





Name of Employer 





Number of interview. 


1. Male 1 Female 2 


2. Primary wage earner of family 
DKNA 0 Yes 1 No 2 


3. Number of Dependents 
None 0 1 2 3 4 5 or more DKNA 6 


4, 5. Highest year of education completed 
012345678 9101112 1314151617 DKNA 
012345678 9012 34567 8 


6. Marital status 
DKNA 0 Married 1 Single 2 
Widowed 3 Divorced 4 Separated 5 


7. Police record 
DKNA 0 Yes 1 No 2 


8. IF YES. 
DKNA 0 Arrests Only 1 Convictions 2 


9. GATB scores available 
DKNA 0O Yes 1 No 2 


10. Age when placed 


DKNA 0 16-21 1 21-25 2 26-30 3 31-35 4 
36-40 5 41-45 6 46-50 7 51-55 8 56andover 9 


36 


C. EMPLOYEES WHO HAD LEFT JOBS 


What about the 32 employees who 
were no longer with the company that 
had hired them? About half had found 
other jobs. 


Among those 14 employees who had 
found other jobs, most described them 
as better. 


Among those who had left, about half 
said they left within the first four 
months on the job. 


Many different reasons were given by 
the employees when asked why they 
had left the job or been terminated. 
None mentioned discrimination. (But 
remember the qualifications discussed 
under “Method”; the firms which hired 
these employees may have more favor- 
able attitudes toward Negroes than 
other Los Angeles firms. ) 


The reasons given for leaving were in 


many cases amazingly frank, e.g., 
“Found sleeping on job”. 


13 


Working some place else 
Not working 
No answer 


New job better 
Same 


Left after one month. 
Two 
Three 
Four 

Five 

Six 

Seven 
Eight 
Nine 

Ten 

No answer 


Laid off, no reason given 
by respondent 

Lacked necessary skills 

Found better job 

Lack of child care 

Lack of transportation 

Returned to school 

Bad shift 

Domestic problems 

Not a full-time job 

Company folded 

Pregnancy 

TlIness 

Falsified application 

Was arrested 

Believed to be dope addict 

Poor attendance 

Sleeping on job 

Didn’t call in when ill 


14 
16 
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C. EMPLOYEES WHO HAD LEFT JOBS (Contd) 


The employees who had left their jobs 
had received much lower pay than 
those employees still on the job. For 
example, more than half had been paid 
less than $2.00 an hour, while almost 
all of those who had stayed were being 
paid more. The median wage was 
$2.00 or less compared with $2.75 for 
the 62 employees still with the original 
company that hired them. The two 
groups are compared in the table to 
the right. The difference is clearly sta- 
tistically significant. 


$2.00 or less 

$2.01 - $2.25 
$2.26 - $2.50 
$2.51 - $2.75 
$2.76 - $3.00 
$3.01 or more 


Stayed on 
Job 
Earned less 
than $2.00 ‘1 
Earned more 
than $2.00 51 


D. DISCRIMINATION VERSUS LACK OF TRAINING 


What about discrimination? It will be 
recalled that none of the 32 employees 
who had left the company in which 
they were placed gave discrimination 
as the reason in reply to an open-end- 


ed question. When the total sample of . 


96 employees located were asked spe- 
cifically if they thought the company 
that hired them originally had given 
them an opportunity on the job which 
was based on their ability and per- 
formance, most answered yes. 


Even among the 20 who said their op- 
portunity was not based on ability and 
performance, discrimination against 
Negroes was not by any means the 
only reason given for feeling that op- 
portunity with the company was limit- 
ed. Some of the reasons given were 
ambiguous, but from 9 to 13 seem to 
have encountered what they considered 
discrimination. 


14 


Received opportunity based 


— 


on ability and performance 71 


Did not 
No answer 
Not located 


Discrimination 
No future for anybody 
No future for Negroes 
Too much politics 
No raise after nine months 
Unfriendly supervisor 
Not allowed to transfer 
Too much emphasis 
on seniority 
Too many rules 
Felt unwanted 
Company unfair in firing me 


20 
5 
4 
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APPENDICES 


. Employee questionnaire 


. Personnel director questionnaire 


First line supervisor questionnaire 


. Firms interviewed 


Jobs employees were placed in 
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‘b. Some minority group individuals simply do not believe 
that they stand a chance of being hired by a major firm 
and do not even appear at the hiring gate. Employers 
need to find ways to reach the minority community 
more effectively. 


Also, in “treating minority group employees on the job 
exactly like other employees”, some employers may be 
failing to recognize the special problems faced by such 
employees. 


Finally, minority groups should not be looked upon as 
a source of cheap labor. Over half of the employees in 
our sample who had been placed in jobs and who had 
left them had earned less than $2.00 an hour. Jobs at 
this level are often part-time or intermittent and do not 
provide adequate incentive for the employee to con- 
tinue work. 


4. To conclude with a point made repeatedly throughout this 
study, the employers who have hired minority group em- 
ployees report almost uniformly good experience. Turnover 
rates, attendance and tardiness, the quality and quantity of 
work produced, raises and promotions, and other measures 
of job performance show that minority group employees do 
not differ from other employees. Expected resistance from 
first line supervision and fellow workers has not materialized. 
Other Los Angeles employers should be encouraged by the 
results of the study not only to provide entry level opportuni- 
ties to minority group members, but, once they are employed, 
to make full utilization of their skills and talents. 


34 


D. DISCRIMINATION VERSUS LACK OF TRAINING (Cont'd) 


Discrimination, in the opinion of the 
Negroes interviewed, fell far below 
education and training as a factor 
holding back Negro employment in 
general. (Remember that these respon- 
ses came from Negro employees, a full 
third of whom had left the jobs in 
which the Watts Service Center had 
placed them, and who were being in- 
terviewed by other Negroes. ) 


When asked what kind of training 
would be most appropriate for a Negro 
seeking employment with their com- 
pany, most of the respondents cited 
specific skills. Otherwise, basic educa- 
tion was most emphasized. (Figures in 
table to right do not add to 96 because 
some respondents mentioned more 
than one skill.) 


Most of the employed in the sample 
said they got back and forth to work 
in their own car, but almost a third 
used public transportaion or a friend’s 
car or belonged to a car pool. (Multi- 
ple responses were obtained to this 
question. ) 


Little information was obtained on the 
effect of their jobs on other aspects of 
the lives of the Negroes placed. How- 
ever, over a third said they had moved 
since they were placed and almost all 
of these said their new homes were 
better than where they lived before. 
(It is possible that some of these em- 
ployed people moved out of the Cur- 
few Area and that they were replaced 
by new in-migrants. This would tend 
to confuse statistics on current unem- 
ployment in the Curfew Area. ) 


15 


Lack of education 
Lack of training 
Discrimination 

Lack of experience 
Lack of skill 

Lack of qualifications 
Laziness 

Appearance 

Not aggressive enough 
Attitude 

Police records 

Other 


Basic education 
Math/arithmetic 
Attitude/grooming 
Clerical skills 
Salesmanship 

Other specific skills 
Nothing in particular 


Own car 

Friend’s car 

Car pool 

Public transportation 


Had moved 
Had not 
Not located 


New home better 
Worse 
About the same 


28 
14 
20 

2 
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the record consists only of arrests or also of convictions, 
how long ago the offense occurred, and similar factors 
should be carefully considered. 


b. A second recommendation is that minority group mem- 
bers should be provided with the education and training 
to permit them to participate effectively in our eco- 
nomic system. Many kinds of training have been pro- 
posed. Basic education (reading, writing, and arithme- 
tic) and pre-vocational training seem most likely to be 
productive in bringing the hard-core person to a level 
of employability. “Coupled programs” in which on-the- 
job training is provided by employers and more basic 
training is provided institutionally seem to offer prom- 
ise. Remuneration while being trained seems to be a 
powerful motivation for people to seek training. 


Attitudinal orientation which would constructively 
deal with the sense of hopelessness and other psycho- 
logical barriers among the disadvantaged is also indi- 
cated. The recognition that job opportunities exist can 
provide a strong stimulus to higher levels of motiva- 
tion and confidence. 


3. Assuming that employment standards and employee qualifi- 
cations can be brought into line, the problem will still remain 
of bringing together the prospective employer and the pros- 
pective employee. The Management Council, the California 
State Employment Service, the Urban League, and dozens 
of other organizations, agencies, and groups have been active 
in trying to solve this problem. Two recommendations are 
indicated: First, more coordination is required. Second, the 
employer himself must take an active role in seeking out 
minority group employees. 


a. It is hoped that ways can be found to solve current 
problems of funding, duplication of work, red tape, and 
lack of communication among concerned agencies. The 
Management Council is functioning as a coordinating 
influence on the employer side. Various agencies and 
organizations have valid functions to perform; what is 
necessary is the kind of coordination that would make 
for more efficient utilization of the resources of these 
various groups. 
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COMMENTS AND RECOMMENDATIONS 


The author assumes sole responsibility for the comments and 
recommendations made below. They do not necessarily represent the 
views of either the Management Council or the Graduate School of 
Business Administration of the University of Southern California. In 
part, they are based on the data gathered in the formal interviews 
with employees, personnel directors, and first line supervisors. They 
also reflect the impressions formed in the course of the informal inter- 
views with officials and employees of groups actively concerned with 
the problem of minority group employment. They also — inevitably 
— probably reflect to some degree the biases of the author. 


1. To the 96 Negroes and 59 firms interviewed, discrimination 
per se at this time appears less important than other factors 
impeding the employment of minority groups in Los Angeles. 
Negroes themselves appear to attach more importance to lack 
of education, lack of training, and lack of basic qualifica- 
tions. Businessmen agree that the shortage of qualified appli- 
cants is the principal reason they do not hire more Negroes. 


2. This suggests that remedial action may take either or both of 
two different forms: First, it would be advisable for more 
employers to review their job standards to determine if they 
are in fact realistic, and do not amount to de facto discrimi- 
nation against minority groups. Second, further efforts should 
be made to up-grade the Negro working force to meet the 
employment standards they are certain to encounter in look- 
ing for jobs. 3 


a. With respect to the first of these two proposals, it is cer- 
tainly not suggested that employers should arbitrarily 
revise employment standards downward. On the other 
hand, it is probable that some employers are looking 
for “career” people to fill entry level jobs, for people 
with “potential”. Realistically, many “floor maintenance 
specialists” will stay “floor maintenance specialists”, and 
a high school education and the ability to pass a written 
test are irrelevant for many jobs of this kind. 


If we are to approach a solution to the problem of un- 
employment among the disadvantaged, more consider- 
ation should be given to job applicants with police rec- 
ords. The kind of job, the nature-of the offense, whether 
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DETAILED FINDINGS ON THE PERSONNEL 
DIRECTORS AND FIRST LINE SUPERVISORS 


A. Recruiting 

B. Employment standards 

C. Treatment of minorities on job 
D. Job performance of minorities 


E. Turnover, terminations, and promotions 


A. RECRUITING 


The typical personnel director had worked with One organization 
at least two outside community or public agen- Two 

cies or organizations in hiring minority group Three 
employees. One director had worked with as Four 

many as eight groups. (Since all worked for Five 

firms which had hired at least one Negro from Six 

the Watts Service Center, the 10% answering Seven 

“None” were obviously mistaken or confused.) Eight 


Many 
None 


Twenty-six different organizations were named by the personnel directors 
when asked what organizations they had worked with in hiring minority 
group employees. The California State Employment Service was mentioned 
by a total of 80 per cent if all of the offices of the Service are added 


together. 


Urban League 714% 
California State Employment 
Service 
Economic and Youth 
Opportunities Agency 18 
Equal Employment 
Opportunities Foundation 16 


Watts Service Center 14 
Opportunities Industrialization 
Center 18 


National Association for the 
Advancement of Colored 


People 14 
East L. A. Service Center 10 
Westminster 8 
Watts Skill Center 6 


Congress on Racial Equality 4 
Van Nuys State Employment 
Office 


Pacoima Skill Center 
United Civil Rights 
Commission 


Many 

Council for Mexican Affairs 
Catholic groups 

Mexican Consulate 


Youth Training & Employment 
Project 


Indian Affairs 
Welfare Department 


Neighborhood Adult 
Participation Project 


Vocational Rehabilitation 

Jewish Vocational Service 
Plans for Progress 

UCLA Chancellor’s Office 


(Table does not add to 100% be- 
cause of multiple responses. Con- 
tacts with the Management Council 
are not shown, since all firms had 
some contact with the Council.) 


18 


2% 


NN NY NNNPN 


NNNWNYN 


E. TURNOVER, TERMINATIONS AND PROMOTIONS (Cont'd) 


Finally, the personnel directors and first line supervisors were asked what 
they saw as the major factors holding back employment opportunities for 


Negroes and Mexican-Americans. 


Poor education 
Basic qualifications 
Poor attitude 
Language 

Lack of skills 

Lack of training 
Lack of confidence 
Transportation 
Won’t accept responsibility 
Grooming 

Not promotable 
Prejudice 

Lack of experience 
Willingness to work 
Nationalism 

Not many apply 
No answer 


The personnel directors were asked 
if there were any general comments 
they would like to make on the 
problem of minority group employ- 
ment and the same factors emerged. 
Lack of education was,the principal 
factor mentioned, with lack of train- 
ing and experience second. 





Negroes Mexican-A mericans 


Pers. Ist Line Pers. 1st Line 
Dir. Supervisor. Dir. Supervisor 


36% 30% 40% 18% 





18 16 14 12 
12 12 — 6 
— — 16 16 
6 4 8 4 
8 4 4 4 
6 6 2 6 
6 — 4 — 
— 2 — 6 
2 2 2 — 
— 2 — 2 
— 2 — 2 
2 — 2 — 
aan —_ 2 a 
= = 2 oats 
2 = = = 
2 14 8 16 
Pers 
Dir. 
Need education 28% 
Lack of experience 10 
Need training 8 
Not responsible 6 
Poor attitude 6 
Mexican-Americans 
have not kept pace 4 
Negroes afraid to 
approach companies 4 
Other comments made 
by one person only 30 
No answer 22 
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E. TURNOVER, TERMINATIONS AND PROMOTIONS (Cont'd) 


1st Line 
Supervisor 


Among those Negroes who have 
stayed on the job, most have re- 
ceived pay increases or been pro- 
moted. In over half the firms, every 
Negro employed has received a pay 
increase or been promoted. (These 
high percentages are in part due to 
the fact that many firms have auto- 
matic pay increases after a certain 
time on the job.) 


The percentage of Negro employees 
promoted or receiving pay increases 
was said to be about the same as for 
other employees. 


As in the case of Negro employees, 
most of the Mexican-Americans 
who had stayed on the job had re- 
ceived pay increases or had been 
promoted. 


The percentage of Mexican-Ameri- 
can employees who had received 
pay increases or been promoted was 
also about the same as for other em- 
ployees. 


Pers. 
Dir. 





0-20% have 
received pay 
increase or 
been promoted 4% 


21-40% 4 
41-60% 2 
61-80% 4 
81-100% 56 
No answer 30 
Higher than 

other 

employees — 
Lower than other 

employees 7 


Same as other 
employees 70 
No answer 23 


Percentage of 
Mexican-Americans 
promoted or with 
pay increases 

between 0-20% 10% 


21-40% 0 
41-60% 4 
61-80% 2 
81-100% 52 
No answer 32 
Higher than other 
employees 2% 
Lower than other 
employees 3 


Same as other 
employees 78 
No answer 17 


30 


8% 

8 

6 

8 
48 
22 


82 
10 


A. RECRUITING (Cont'd) 


The Urban League and the Califor- 
nia State Employment Service were 
voted by the personnel directors as 
the most helpful of the organiza- 
tions with which they had worked. 
The State Employment Service 
makes far more minority group 
placements than other groups and 
may have been simply taken for 
granted by the personnel directors 
in answering this and the previous 
question. Also, of course, the Cali- 
fornia State Employment Service 
handles all placements for the Watts 
Service Center and other Centers 
and also for the Skill Centers. 


Few personnel directors cited prob- 
lems in dealing with outside agen- 
cies and groups. The shortage of 
qualified applicants was the princi- 
pal problem mentioned. Only 4% 
said “too many agencies” and only 
2% said “more coordination requir- 
ed”. Those saying “no problems” 
may have meant only “no prob- 
lems” with the groups with which 
they worked. A question inquiring 
specifically into “too many agen- 
cies” as a problem may have been 
answered quite differently. Data 
from other sources indicate a real 
need for more coordination. 


Most of the personnel directors 
have made active efforts to recruit 
minority group employees. Almost 
all had listed job openings with 
agencies trying to place minority 
group employees. 


Urban League 


California State Employment 


Service 
Watts Service Center 
NAACP 
Westminster 


None 
No answer 


No problems 

Submit unqualified 
applicants 

Shortage of qualified 

applicants 

Need more applicants 

Too many agencies 

Ask too much 

Labor turnover 

Transportation 

Need more coordination 

No answer 


Had listed job openings 
Had not 


40% 


= 
w 


OSONNNAAR Re 


— 


83% 
17 


A. RECRUITING (Cont'd) 


Two-thirds had advertised for em- 
ployees in minority group news- 
papers. 


Most had sent recruiters into Negro 
neighborhoods to try to recruit 
Negro employees. 


Almost half had sent recruiters into 
Mexican-American neighborhoods. 


Four out of five had tried to use 
their present minority group em- 
ployees to recruit other minority 
group employees. 


Public agencies were looked upon 
as the most helpful approach for 
recruiting minority group employ- 
ees, with present employees second. 
(Figures do not add to 100% be- 
cause of multiple responses. ) 


B. EMPLOYMENT STANDARDS 


More than half of the personnel di- 
rectors said: that a high school edu- 
cation was irequired of prospective 
employees. - 


Almost all of the personnel directors 
interviewed said that employment 
tests were administered to prospec- 
tive employees. 


20 


Had advertised 
Had not 


Had sent recruiters into 
Negro neighborhoods 

Had not 

No answer 


_ 


Had sent recruiters into 
Mexican-American 
neighborhoods 

Had not 


Had used present employees 


Had not 


Public agencies 
Present employces 
Newspapers 
Private agencies 
Other 


High School education 
required. 
Not required 


Give tests 
Do not 


67% 
33 


56% 
44 


85% 
15 


E. TURNOVER, TERMINATIONS AND PROMOTIONS (Cont'd) 


Turnover among Mexican-Ameri- 
can employees was estimated to be 
about the same as among Negro 
employees. 


This percentage of turnover among 
Mexican-American employees was 
considered either lower than or 
about the same as for other em- 
ployees. 


Pers. 1st Line 
Dir. Supervisor 
Percentage of 
Mexican-Americans 
hired in past year 
still on payroll 


0-20% 2% 2% 
41-60% 12 4 
61-80% - 23 18 
81-100% 28 36 
Higher than other 

employees 1% 4% 
Lower 13 14 
About the same 67 73 
No answer 19 9 


Many reasons were given for Mexican-American employees leaving, with 
“other job” the only one of any importance. Language did not appear to 
be a major factor. (Note multiple responses.) 


Pers. 1st Line 
Dir. Supervisor 





Other job 26% 34% 
Same as Negroes 10 — 
Pregnancy 12 2 
Inefficiency 6 2 
Voluntary 4 — 
Job closer to home 4 — 
Moving 6 6 
Math/clerical 4 a) 


Could not complete 


program 2 — 
Personal problems 2 10 
Language 

problems 4 — 
Military 2 — 


29 


Pers. ist Line 
Dir. Supervisor 
Marriage 2% —% 
Layoff 2 4 
Many reasons 2 — 
Grooming 2 — 
Money 
Management 2 
Back to school — 
Lack of 
adjustment — 
Attendance — 
Objected to shift — 
Misconduct — 
Business for ~ 
himself — 
No answer 26 
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E. TURNOVER, TERMINATIONS AND PROMOTIONS 


Questions were asked about turn- 
over, terminations, and promotions. 
With respect to turnover, most of 
the personnel directors thought that 
at least two-thirds of the Negroes 
they had hired in the past year were 
still on the job. (This is a fairly 
realistic estimate in ‘view of the 
Negro employee responses reported 
above. ) 


This turnover was considered about 
the same as for other employees by 
the personnel directors. First line 
supervision tended to think of Negro 
turnover as somewhat lower than 
for other employees. 


Personnel directors and first line 
supervisors gave about the same 
reasons when asked what were the 
principal reasons the Negro employ- 
ees left. (Figures in table do not 
come to 100% because of multiple 
responses. ) 


0-20% still on 
job 

21-40% 

41-60% 

60-80% 

80-100% 

No answer 


Turnover among 


Pers. 
Dir. 


4% 
13 
10 
23 


24 


26 


Pers. 
Dir. 





Negroes higher 21% 


Lower 
About the same 
No answer 


Other jobs 
Lack of skill 
Personal 
problems 
Distance from 
home 
Lack of 
adjustment 
Drafted 
Pregnancy 
Absenteeism 
Many reasons 
Layoff 
Objected to shift 
Tilness 
Discrimination 
Financial 
No answer 
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17 
39 
23 


38% 


1st Line 


Supervisor 


14% 
20 
61 

5 
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B. EMPLOYMENT STANDARDS (Cont’d) 


A considerable variety of tests are administered but the scope of the cur- 
rent study does not include an evaluation of how appropriate they are in 
screening applicants for the jobs for which they are used. 


General aptitude 26% 
Arithmetic/numerical 22 
Mechanical aptitude 18 
Wunderlic 18 
Clerical 18 
Aptitude tests for specific job 18 
Verbal /literacy 14 
Shorthand/typing 14 
Intelligence 12 


Skill 8 


The personnel directors interviewed 
said generally that they used the 
same cut-off scores in these tests in 
hiring minority group employees as 
they did in hiring other employees. 


About half said that Negroes and 
Mexican-American employees did 
as well as other employees on the 
tests used. Twenty-five to 30 per 
cent said that other employees did 
better. Few tests, of course, are cul- 
ture-free, and many minority group 
members are uncomfortable or dis- 
turbed in test situations. 


Most personnel directors said that 
“it depends” when it comes to hir- 
ing employees with police records. 
Employers increasingly seem to be 
considering police records on an in- 
dividual basis. 


The nature of the offense and the 
nature of the job were the most im- 
portant things considered in hiring 
an employee with a police record. 
(Figures do not add to 100% be- 
cause of multiple responses.) 


Primary mental abilities 

Personality 

Department of Employment 
test 

Dexterity 

Standard tests 

Achievement tests 

Driving test 

None 

No answer 


Use same cut-off scores for 
minority groups 

Do not 

No answer 


Negroes about the same 
Others better 

Negroes better 

No answer 


Mexican-Americans about 
the same 

Others better 

Mexican-Americans better 

No answer 


Hire employees with police 
records 

Do not 

It depends 

No answer 


Depends on nature of offense 


Nature of job 

Whether record is for 
arrests or convictions 

No answer 


6% 
6 
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78% 


65% 
23 


19 
11 


B. EMPLOYMENT STANDARDS (Cont'd) 


Employment standards tend to be 
set locally; “Eastern” headquarters 
cannot be blamed if standards are 
too high for some jobs. 


Most of the personnel directors felt 
their employment standards were 
realistic and most said that their 
standards had been reviewed recent- 
ly—within the past year—to deter- 
mine if they might not be too high 
for some jobs. 


Few personnel directors said their 
companies required employees to 
live within a certain distance of 
their work or to have a car. 


The first line supervisors emphasized 
the importance of basic education 
almost as much as the personnel di- 
rectors when asked what kind of 
preparation would be most valuable 
for Negroes seeking employment 
with their firm. Among both groups, 
basic education was cited as a need 
more frequently than training in 
specific job-oriented skill. (Total is 
not 100% because of multiple an- 
swers. ) 
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Standards set locally 67% 
Set elsewhere in company 26 
No answer 77 
Standards about right 82% 
Too high 11 
Too low 7 
Standards reviewed within 

past year 82% 
Not reviewed 15 
No answer 5 
Must live within certain 

distance of work 1% 
Do not 93 
Must have a car 11 
Do not 89 

Pers. 1st Line 
Dir. Supervisor 

Basic education 48% 42% 
Mathematics 20 14 
Machine shop 

training 20 24 
Skill training 14 8 
Clerical skills 18 12 
Attitudinal 8 6 
Grooming 8 6 
Specific skills 

for job 38 16 
Training not 

necessary 6 — 
No answer 8 6 


D. JOB PERFORMANCE (Cont'd) 





Negro Employees 
Pers. ist Line 
Dir. Supervisor 
Getting along with others 
Same as others 83% 87% 
Others better 7 7 
Minority group better 3 2 
No answer 7 4 
Honesty 
Same as others 18% 85% 
Others better 7 7 
Minority group better — 2 
No answer 15 6 
Promotability 
Same as others 57% 712% 
Others better 23 21 
Minority group better 1 4 
No answer 9 4 
Willingness to assume responsibility 
Same as others 68% 712% 
Others better 23 21 
Minority group better — 4 
No answer 9 


Finally, in this connection, it should 
be emphasized that the experience 
of personnel directors with minority 
group employees has not caused any 
of them to plan to hire fewer than 
in the past and has caused more 
than a third to plan to hire more. 
Taken all-in-all, none of the -firms 
who have hired Negro or Mexican- 
American employees have become 
discouraged, and a substantial num- 
ber have been encouraged by the 
experience. 
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Plan to hire 
more than in 
the past 


Mexican-American 


Plan to hire fewer — 
Plan to hire about 


the same 
No answer 


Employees 
Pers. Ist Line 
Dir. Supervisor 
88% 88% 
— 3 
1 2 
11 7 
19% 85% 
3 4 
1 2 
17 6 
63% 82% 
23 13 
3 2 
11 3 
171% 16% 
11 13 
J 6 
11 5 
Mexican- 
eNERTOES Americans 
36% 32% 
57 59 
7 9 


D. JOB PERFORMANCE 


With respect to job performance, one finding was that first line super- 
visors tended to rate minority group employees higher than personnel 
directors. When the study was initiated, it was thought that one problem 
might be the difficulty of implementing company policies against bias and 
pushing the policies down to the working level. The responses indicate an 
acceptance of minority group employees by first line supervisors. Note that 
almost all personnel directors and supervisors report favorable experience 
with Negro and Mexican-American employees. 


Over-all 
Good workers 
Average workers 
Poor workers 
No answer 


Reporting to work on time 
Same as others 
Others better 
Minority group better 
No answer 


Regularity of attendance 
Same as other 
Others better 
Minority group better 
No answer 


Quantity of work produced 
Same as others 
Others better 
Minority group better 
No answer 


Quality of work produced 
Same as others 
Others better 
Minority group better 
No answer 


Pers. 


20% 
71 


Dir. 
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Negro Employees 


1st Line 


Supervisor 


40% 
56 

2 

2 


171% 


16% 


79% 


Mexican-American 


Employees 
Pers. 1st Line 
Dir. Supervisor 

28% 38% 
65 54 

0 2 

7 6 
19% 85% 

7 2 

1 8 
13 5 
82% 85% 

5 4 

0 6 
13 5 
82% 85% 

4 6 

1 2 
13 7 
82% 88% 

4 5 

1 = 
13 7 


C. TREATMENT ON JOB 


Almost all of the personnel direc- 
tors and first line supervisors said 
that there were no differences in the 
way minority group employees and 
other employees were treated on the 
job. 


Among those few personnel direc- 


tors and first line supervisors who - 


said minority group employees were 
treated differently on the job, an- 
swers as to the kind of differences 
were not at all alike. (Note multiple 
responses. ) 


Few felt that ‘Negro employees 
needed more “orientation” than 
other employees when first hired. 


Few felt that Mexican-American 
employees required more “orienta- 
tion”’. 


Few firms said they tried to orient 
co-workers when bringing minority 
group employees into a work group 
for the first time. (But orientation 
of co-workers in advance sometimes 
backfires and is not always a good 
practice. ) 
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Pers. 
Dir. 
No difference in 
treatment 
on job 93% 


Some difference 7 


Give them more of 

a chance 6% 
Closer review 4 
Make sure treated 

equally 4 
Need more 

sensitive 

handling — 
Require more 

training — 
Talk with them 

more — 
In approach only — 


Negroes need 

more 

orientation 13% 
Do not ¢ 87 
No answer —_— 


Mexican- 

Americans 

need more 

orientation 9% 
Do not 91 
No answer — 


Orient 
co-workers 15% 
Do not 85 


Ist Line 
Supervisor 


93% 
7 
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C. TREATMENT ON JOB (Contd) 


The personnel directors were asked 
if their firms in any way made al- 
lowances for minority group em- 
ployees in considering them for em- 
ployment that were not made for 
other employees. Most said “no”. 
(It should be remembered, how- 
ever, that all of the firms inter- 
viewed have made special efforts to 
hire minority group employees and 
it is suspected that the number rec- 
ognizing the special problems of the 
cultural environment of the disad- 
vantaged is understated. ) 


“More consideration” was the prin- 
cipal allowance made in hiring mi- 
nority group employees, although it 
should be emphasized that most per- 
sonnel directors said no allowances 
were made. (Multiple responses are 
the reason table does not total 
100%. Question was not asked first 
line supervisors. ) 


Few of the firms had any differences, 
in the discharge procedures they 
used for minority group and other 
employees. “Bend more” and “more 
cautious” were the only differences 
cited. Informal conversations with 
personnel directors suggest, . how- 
ever, that the discharge of a minor- 
ity group employee is in fact re- 
viewed more carefully by a great 
many firms. 


On the other hand, three out of four 


of the personnel directors pointed 


out that their company procedures 
required all discharges to be re- 
viewed by higher authority before 
being carried out. 


Made allowances 
for minority 
group employees 

Did not 


More consideration 

More initial training 

More active recruiting 

Less attention given 
to police records 

Prefer Japanese 

No allowances made 


Discharge procedures 
were different 
Were not 


Discharges reviewed 
Not reviewed 
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1% 
93 


74% 
26 


C. TREATMENT ON JOB (Contd) 


Continuing the theme that minority 
group employees are ‘treated like 
other employees, few personnel di- 
rectors said that their firms provid- 
ed any special counseling or help on 
personal problems to minority group 
employees that they did not provide 
to other employees. Similarly, hard- 
ly any provided any special help to 
minority group employees with re- 
spect to transportation (which is 
sometimes a major problem). 


Relatively few personnel directors 
or first line supervisors felt that Ne- 
groes or Mexican-American em- 
ployees needed more training than 
other employees. This may reflect 
the fact that most minority group 
employees are in entry-type jobs re- 
quiring little training. Note the slight 
difference between first line super- 
visors and personnel directors as to 
which group requires more training. 
As will be shown below, supervisor 
opinions of Negro employees tend 
to be higher than those of personnel 
directors. 


In those instances where additional 
training was required, the personnel 
directors felt it should be paid for 
by the company or by some joint 
company-government effort. 





Pers. 
Dir. 
Provided special 
counseling to 
minority group 
employees 5% 
Did not 95 
Provided help with 
transportation 3% 
Did not 97 


Pers. 1st Line 
Dir. Supervisor 
Negroes need more 
training than other 


employees 21% 8% 
Do not 76 83 
No answer 3 9 


Mexican-Americans 
need more training 


than other 
employees 13% 17% 
Do not 84 72 
No answer 3 11 
Pers. 
Dir. 
Company 32% 
Government 10 
Joint 23 
Other 1 
No answer ; 24 
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DEPARTMENT OF HEALTH, EDUCATION, AND WELFARE , wae 


REGIONAL OFFICE Pet Aue ar awe yt 
Z See ee : 


WELFARE ADMINISTRATION 


Federal Office Building 
50 Fulton Street 

San Francisco, California 94102 
May 16, 1967 : 


Mr. John CG. Montgomery, Director 
Department of Social Welfare 

P. O. Box 8074 

Sacramento, California 95818 


Dear Mr. Montgomery: 


As part of your approved Public Assistance plans, your agency has under- 
taken to perform certain activities under Title VI of the Civil Rights 
Act. At this time we need to call on you in this regard in investigat- 
ing a complaint that has been filed with the Commissioner of Welfare 
and docketed. 


Briefly, the complainant, the Chief Magistrate of Institutional Govern- ; 
ment of the United States in the State of Nevada, states in a letter to 
Governor Reagan that a Mrs. Joy Johnson of Box 103, Canby, California 
has been "pressured" to sell her land. Mrs. Johnson is said to be a 
Pitt River Indian and a Mrs. Leonard of the local welfare organization 
is said to be the person who is attempting to secure the land. The 
charge is made that Mrs. Johnson's name was removed from the State 
Welfare rolls because she would not sell her land. ; 


It is possible, since this April 4th letter was addregsed to the Cali- 
fornia Governor, that another agency of Government has already made an 
investigation of this charge. Under your Public Assistance plans, you 
would be able to use any such findings provided you were willing to assume 
responsibility for their validity and accuracy. We make this point since 
under the provisions of Title VI, it is your agency alone who can exercise 
this responsibility. It cannot be delegated to another agency. 


We hope that you will be able to complete your investigation within not 
more than 60 days, If this is not possible, could we ask for an interim ; 
report not later than about July 10th. 


Sincerely yours, 


BAS \) 44 ~ \ oe 
\ sass ee oY 

Family Services Rep? tative 
inclosures 


WELFARE ADMINISTRATION 
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DEPARTMENT OF HEALTH, EDUCATION, AND WELFARE L 


? 


SeteveD WA Federal Office Building 
50 Fulton Street 


ALA AATL 
eran Lp. San Francisco, California 94102 
- May 1, 1967 ; 


Mr. John C. Montgomery, Director 
Department of Social Welfare 

P. 0. Box 8074 

Sacramento, California 95818 


Dear Mr. Montgomery; 


State Letter 937 requires that by April 30, Nursing Home Compliance 
Report Form FS-5037, be reviewed and evaluated against the criteria 
for Review of Compliance Report in order to determine the accepta- 
bility of non-discrimination under Title VI and/or corrective action 
which must be taken by the nursing home. Our Central Office has 
requested a report on the status of the Nursing Home Compliance 
program in the various State agencies. May we please have informa- 
tion on the following points by May 12, 1967; 


1. Number of vendor nursing homes used in the public 
assistance program. 


2. Number of vendor nursing homes to which FS-5037 was 


mailed: (If forms were not mailed to all nursing 
homes participating in the public assistance programs, 
explain.) 


3. Number of vendor nursing homes from which FS-5037 was 
returned: ; 


4. What follow-up has been done by the State agency with 
regard to; 


a. FS-5037's which were not returned. 


bp. FS-5037's which were incomplete or indicated 
discriminatory practices, e. g., open admissions 
policy statement needed or evidence of internal 
segregation. 


5. Have any on-site reviews been initiated? 
a. If so, estimate; 


(1) Number of homes cleared for Title VI. 


(2) Number of homes not cleared and action taken. 


(3) Number of homes in process of negotiation for 
corrective action. 


6. Has additional staff been employed to implement the 
nursing home program? 


ae If so, number and level (State or local) 


The Bureau of Family Services forms for use in reporting on-site visits 
to nursing homes are being developed and will be issued shortly. These 
forms will follow closely those used by the Public Health Service. It 
is suggested that in the interim the Public Health Service forms be used 
by the State agencies for on-site report of visits. If you need a 
supply of these forms, p,ease advise us and we shall make them available 
to you. 

Sincerely yours, 


Si aw! a - ds 
Yosepa’ RS dren, 
emily Services Representative 


State of California Department of Social Welfare 


File A ee Ane), 


CROSS REFERENCE SHEET 


Date of Material 3-2-67 cover 








Written by Charles Stewart to Montgomery 


Subject: State Letter 937 Rasponsibility - concerning Title VI compliance 





in nursing homes 








Refer to File A 5.1 OHCS also crossed to kK A\3 and \e@y & 


Form GFN M57, Revised November 1957 


State of California Department of Social Welfare 


‘ 


File A\\.\ Qaaw. 


CROSS REFERENCE SHEET 


Date of Material 2-23-67 

Written by Montgomery by Rw to Joseph Morrell 

Subject: regarding the charges of the Welfare Rights Organization of 
Contra Costa Cayhty against the Contra Costa County Social Services that the 
county had shown bias and raciai prejudice 


Refer to File A 5.2 also crossed to A Seek. ees 


Form GFN “57, Revised November 1957 
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“ SQUAL ENOLOVHENT CePORTURETy | ee 
FRE, 1520 ass 


"On duly 24, 1963, the Governor published a 15 potnt coda of fale prac 
» @ssuring @ polley of nondizerimination in the employment practices of 
-.' Stats agencies and orgsnizetions recaiving State Financial assistence. 


tlead 2, 


ane Om 


. The Olrestor's offles of this department provided cdales of this cade Gee rere a 
“abt Stete end county management persomtal indicating the esde as the: eee es 
‘1 polley of the State Pepartmant of Socla} Welfare. Seinning In the Autumn - bei 
OF 1954, end continging ince 195,. a series of training workshops wore |... 
* held for most Seaté and esunty superviserial staf, These workshops °.' 
7 Stressed the Birector’s gol bey amit indicated matheds of atlininating | 
. Giscriminatocy employment prestiess and at the sie time attracting .: 
. Guall¥iad minorley group individuals. into State ard county services: . 


Ga Getebor 1, 1965, the Blrector released Dopartnsne Bulletin 645. whieh. - 
. explained furthar and extended the Seete and Federal policies regarding | =e 
' sondisertaination heyond caployment to the reclplone groupe This wos 0 
directed te ali county welfare departments, county hoards of supervisors, =: 
ae Srate lave management story. yO Ate BA ee ee 
le dn edad Bio, ethnic surveys have been mede ot beth ths seace ond county 
pos! Tevels to eseartain the auader of minority group stat? eaployed. We have” 
gn) Gone further work in ellmlnsehig cultural bias. by critically veviewing : 
oo web eter examination materiale. ow te ee ee 
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